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Successful Initiatives for Breaking
The Glass Ceiling to Upward Mobility
For Minorities and Women
EXECUTIVE SUMMARY
by the staff of Catalyst
250 Park Avenue South
New York, NY 10003-1459
(212) 777-8900
December 1993
The term the "glass ceiling" first came into use in 1986, when two Wall Street Journal reporters coined the
phrase to describe the invisible barrier that blocks women from advancing to senior leadership positions in
organizations. Since then, the metaphor of the glass ceiling has also come to be applied to the advancement
of minorities.
This report examines statistics on the status of minorities and women in corporations, identifies barriers in
the corporate culture and work environment that impede their development and advancement and, most
importantly, profiles exemplary corporate initiatives for eliminating the glass ceiling.
Since 1986, considerable research on the progress of women in corporations has been undertaken, providing
remarkably uniform findings about the causes of the glass ceiling. Only a small number of these studies
focus on barriers that are specific to the advancement of women of color.
Research shows that gender and racial bias at senior levels of corporate management centers around informal
culture, selection and recruitment practices, task assignment, performance evaluation and salary decisions.
Monitoring for equal access and opportunity at the higher levels of corporations is usually not considered a
corporate responsibility or part of planning for developmental programs and policies. Most corporations do
not have mechanisms in place to monitor appraisal and total compensation systems that determine salary,
bonuses, incentives and perquisites for employees. Critical developmental assignments may not be available
to minorities and women, and there is a lack of record-keeping relating to their recruitment, retention,
development experience and promotions.
Research documents the following identifiable barriers to women's advancement in corporations:
stereotyping and preconceptions; managers' reluctance to risking with women in line positions; lack of
careful career planning and planned job assignments; exclusion from informal channels of communication;
and counterproductive behavior of male co-workers (Catalyst, 1990). Women of color experience many of
the same barriers, but the impact of such barriers is more profound for them because their numbers in
management are so small. Women of color frequently have few if any female role models or mentors in
companies. This may result
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In feelings of isolation and the experience of less peer support. Women of color often encounter
different gender-based stereotypes than those applied to Caucasian women along with stereotypes relating to
their race/ethnicity.
Caucasian women have attained a critical mass in management, especially in service industries, whereas
minority women have not. However, the representation of women in senior and executive management is
relatively small compared to women's representation at other levels' Furthermore, women tend to be
clustered in staff positions in companies -- potions that do not typically lead to senior leadership roles in
organizations. The inability of minority and Caucasian women to move into line positions in companies --
the "glass wall" -- is a significant component of the glass ceiling.
While legislative and regularity efforts have been relatively effective in gaining access to employment for
minorities and women, they have not been as successful in advancing minorities and women to senior and
executive leadership positions in companies. Policies and programs to enhance the retention, development
and advancement of women have largely resulted from the voluntary initiatives of corporations. Increasingly
companies are recognizing the business case for retaining, developing and advancing minorities and women.
Catalyst's research shows that some corporations and professional firms are highly motivated to address the
glass ceiling because of the considerable cost to them of turnover of talented women. Other companies are
focusing on the retention and advancement of minorities because of the increasing diversity of their
consumer base. However, the extent to which organizations are aware of the need to address the glass ceiling
for minorities and women, have a developed business case for doing so, or are actually engaged in
change-making, varies considerably by industry sector and other factors. More research is needed to broaden
the business case for diversity and to identify the variety of costs to organizations of not addressing the glass
ceiling for both minorities and women.
In order for real change to occur, corporate leaders must realize that time alone will not eliminate the
organizational barriers to minorities' and women's advancement. Corporate leaders must: (1) have the will to
act; (2) identify those dimensions of the corporate culture/environment that are barriers to retaining and
advancing minorities and women; (3) develop and communicate throughout the organization the business
case for retaining and advancing minorities and women; (4) implement initiatives to eliminate attitudinal,
cultural and organizational barriers.
Research suggests that successful initiatives for addressing the glass ceiling include some combination of the
following approaches: removal of cultural and environmental barriers to minorities' and women's
advancement; early identification of high-potential minorities and women; leadership development programs
that emphasize lateral moves and line experience and provide meaningful assignments as opposed to
one-shot training events; and, flexibility in arranging work schedules and sites. In looking at corporate
initiatives to address women's
2
development and advancement, Catalyst has found that it is useful to distinguish between the broad
range of policies and programs that fall under the work/family category and initiatives that more specifically
address women's development and upward mobility in organizations.
Catalyst's research suggests that corporate initiatives are most likely to succeed where (1) the CEO and
senior line managers recognize and articulate the business case for advancing minorities and women and
strategies for advancing minorities and women are embedded in the organization's strategic business plan;
(2) research is undertaken to identify the specific barriers in the culture and working environment that
impede minorities' and women's progress; (3) managers are held accountable for the development and
advancement of minorities and women, results are measured and reviewed by executive leadership of the
organization and incentives/rewards are tied to successful performance in this area; (4) training is
implemented to address stereotypes and preconceptions about minorities' and women's abilities and
suitability for careers in business and to equip managers to coach and develop minorities and women who
report to them; (5) a system is implemented to identify and monitor the progress of high potential minorities
and women and to ensure that they acquire a broad range of experience in core business areas so that they
will be able to compete with men for leadership positions in the organization.
Exemplary initiatives that were examined for this research include: training (e.g., gender awareness,
diversity, sexual harassment), mentoring, advisory and support groups and networks, accountability
programs, succession planning, rotation/non-traditional employment programs, leadership development and
upward mobility programs, flexible work arrangements and policies and programs to enable employees to
balance work/family responsibilities. We found that in order to eliminate the glass ceiling for women, it is
important for companies to go beyond initiatives that address work/family balance to those that address other
structural barriers in the corporate culture and work environment.
Since diversity is increasing among employees in most organizations, an integrated, multiprogram or
systemic approach to advancing minorities and women is more likely to succeed and have a lasting positive
impact than isolated, one-shot programs or ad hoc approaches. Systemic approaches are also needed because
biases against minorities and women are deeply embedded in corporate culture.
Corporations need to be alert to the dangers inherent in benchmarking against the programs of other
companies without first identifying the barriers to minorities' and women's advancement that are specific to
their culture and work environment. There are no "quick fixes." Many solutions are needed, only a few of
which have been identified at this time. More support is needed for research on the glass ceiling, especially
as it is experienced by men and women of color.
Case studies of exemplary corporate initiatives are presented throughout the report including U S WEST's
Women of Color Project; Consolidated Edison's Commitment to Women with Talent and Management Intern Programs;
Johnson & Johnson's Balancing Work and Family
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Program; Pitney Bowes' Mentoring Program; Motorola's Succession Planning With Clout; Bank of Montreal's
Taskforce on the Advancement of Women; Avon Products, Inc. Managing Diversity Program; E.I. du Pont de Nemours
and Company's Personal Safety and A Matter of Respect Programs; and Dow Jones and Company's Mentoring
Quads.
In conclusion, the report proposes these principal recommendations to the Glass Ceiling Commission:
1. Improve statistical procedures for tracking the representation of minorities and women in
management. Currently, the reporting categories used by the Bureau of Labor Statistics provide inadequate
detail for monitoring the advancement of minorities and women.
2. Continue to support the voluntary efforts of organizations to address the glass ceiling for
minorities and women and advocate further research.
3. Expand the purview of the Department of Labor's Glass Ceiling Audits to include representation of
minorities and women in field sites and offices outside of corporate headquarters.
4. Disseminate information, templates, benchmark data and other materials to enable organizations to
carry out internal audits of the representation and status of minorities and women in their work force and to
develop mechanisms whereby they can systematically monitor their progress in eliminating the glass ceiling
independent of the Department of Labor Glass Ceiling Audits.
5. Increase financial support for academic programs to increase the representation of  minorities and
women in non-traditional fields, such as science and engineering. Encourage corporate internship programs
and other corporate-educational partnerships to expand the pool of minority and female candidates for
non-traditional positions.
4
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INTRODUCTION
The term the "glass ceiling" first came into use in 1986, when two Wall Street Journal reporters coined the
phrase to describe the invisible barrier that blocks women from the top jobs. (Hyrnowitz and Schellhardt,
March 24, 1986). Since then, the metaphor of the glass ceiling has also come to be applied to the barriers to
the advancement of both men and women of color.
In the article, which was part of a WSJ Special Report on 7he Corporate Woman, the authors described a corporate
world where access to the top for women is blocked by corporate tradition and prejudice: "The executive
suite seemed within their grasp but they just couldn't break through to the top." Among the reasons cited for
the glass ceiling were: the belief that women are too easily diverted from their careers by family
considerations; stereotypes about women's ability to function in the tough, competitive world of business;
and a caste system that relegated women to roles that are peripheral to core business activity. The authors
concluded, however, "the biggest obstacle women face is also the most intangible: Men at the top feel
uncomfortable beside them."
Research on the Glass Ceiling in Business Organizations
Since 1986, considerable research on the progress of women in corporations has been undertaken, providing
remarkably uniform findings about the causes of the glass ceiling. Far less research is available on the glass
ceiling for men and women of color. In their ground-breaking study, Morrison, et al., identified a narrow
business base, "aging out," discrimination, family conflicts and self-generated limits as causes of women's
lack of advancement in business corporations (Morrison et al., 1987). In a follow-up study with Von Glinow,
Morrison noted the paucity of research on minorities in management, citing contextual prejudices --
exclusionary mechanisms that subtly keep minorities and women on the outside in organizations (Morrison
and Von Glinow, 1990). Rowe calls such contextual prejudices "micro-inequalities" and describes how they
operate to shut out the "different person" and make him or her less effective (Rowe, 1990). In a 1988 study,
Auster observed that sex bias at senior levels of corporate management is centered around: (1) informal
culture; (2) selection and recruitment practices; (3) task assignment; (4) performance evaluation; and (5)
salary decisions.
In a 1990 Catalyst survey, chief executive officers of the Fortune 500/Service 500 companies identified the
following barriers to women's advancement in corporations: stereotypes and preconceptions about women's
abilities and suitability for careers in business; management aversion to taking risks with women in areas of
line responsibility; lack of careful career planning and planned job assignments; exclusion from the informal
network of communications; and counterproductive behavior of male colleagues. Stereotypes and
preconceptions, the largest barrier most frequently cited, included: women are not as committed to their
careers as men; women aren't tough enough; women don't want to work long or unusual hours; women are
too emotional; women are not aggressive enough, or are too aggressive; women lack quantitative skills;
women won't relocate; and, women have difficulty making decisions.
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In 1989, The U.S. Department of Labor began a multifaceted investigation into the glass ceiling in
corporate America that combined compliance reviews of nine different corporations, an evaluation of
independent research, and lengthy discussions with representatives from business, labor, women's and civil
rights organizations. A 1991 report outlined findings from that research including: (1) minorities have
plateaued at lower levels in corporations than have women; (2) monitoring for equal access and opportunity
at the higher levels is usually not considered a corporate responsibility or part of planning for developmental
programs and policies-, (3) most corporations do not have mechanisms in place to monitor appraisal and
total compensation systems that determine salary, bonuses, incentives and perquisites for employees; (4)
there is a lack of record-keeping relating to the recruitment, retention, development experiences and
promotions of minorities and women; (5) recruitment is frequently carried out via word of mouth and
employee recommendations; (6) critical developmental assignments such as membership on highly visible
committees and task forces are not available to minorities and women; and (6) accountability for EEO did
not reach to senior levels.
Women of color experience many of the same barriers that Caucasian women experience in corporations, but
the impact of these barriers on minority women is more profound. Whereas Caucasian women have attained
a critical mass in some organizations or functional areas within companies, women of color have not.
Consequently, minority women frequently find themselves competing with minority men for a limited
number of token positions available to people of color in their organization. Women of color frequently have
few or even no role models or female mentors at senior levels in their company. This may result in feelings
of isolation, and the experience of less peer support (Burlew and Johnson, 1992).
Like Caucasian women, women of color are impeded by stereotypes and preconceptions about their abilities
and suitability for careers in business, but research suggests that even gender-specific stereotypes may be
mediated by race/ethnicity. Gender-specific stereotypes applied to women of color are not necessarily the
same as those applied to Caucasian women. In addition, women of color encounter stereotypes related to
their race/ethnicity that are not experienced by white women: Stereotypes of Hispanic women describe them
as strong, stoic, unselfish/self-sacrificing/supportive (Fraise-Blunt, 1991).- uneducated and unqualified
(Flores, 1990); tied to family/community/husband's absolute authority, passive (Matches, 1992); overly
emotional (Jimenez, 1991) and deficient in English language skills. Stereotypes of African-American women
describe them as: incompetent (Bell, 1990); educationally deficient (Solomon, 1990); aggressive, militant,
hostile, lazy (Bell, 1990); sly (King, 1988); and untrustworthy (Shields and Shields, 1993). The Hispanic
community in the United States, however, is a heterogenous group comprised of Mexican-, Cuban-, Puerto
Rican- and other Hispanic-Americans. Different stereotypes are applied to each of these communities.
Stereotypes of Asian-American females are quite different in that they include a number of qualities that
most persons would consider "positive," along with some "negative" attributes. For example,
Asian-American women are thought to be conscientious, industrious, scholarly, ingenious and highly skilled
technically (Woo, 1989,- Southgate, 1992) but may also be
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characterized as docile/compliant and content with the status quo (Woo. 1989). Asian-American
women are also characterized as -unsuitable for management positions (Miller, 1992); lacking interpersonal
skills, inflexible and lacking in political savvy (Southgate, 1992).
Research on the Glass Ceiling in the Professions and Government
Research on the advancement of minorities and women in the professions and government points to many of
the same glass ceiling phenomena cited in business, but also includes some unique issues. Wilson observed
the exclusion of women of color from significant involvement in academic administration and stated the
need to increase the number of women of color in the degree pipeline (Wilson, 1989). Graves noted the lack
of mobility for minority women of multiple group membership (i.e., gender and race/ethnicity), the failure to
recruit and focus on female African-American faculty, and especially the failure to nurture junior
African-American faculty (Graves, 1990). Vetter observed the dearth of people of color among professionals
in science and technology, calling for special attention to recruitment and retention (Vetter, 1991).
Looking at the lack of progress for minorities in the legal profession, The Committee to Enhance
Professional Opportunities for Minorities outlined factors that stagnate the development and advancement of
women and men of color. In a 1993 study, Africa, citing work/family and other glass ceiling issues, found
that women enter private law practice at the same rate as men, but within five years, half of these women are
gone. Friedler observed "hidden barriers" to the retention and advancement of minority women in law, and
recommended that firms establish formal policies regarding criteria for partnership, parental leave, sexual
harassment and flexible work arrangements. In an earlier study, Wald attributed the glass ceiling for
minorities and women in law to gender bias in teaching methods in law schools as well as to biases operating
in private practices and courtrooms.
Several studies suggest that women have also encountered barriers to advancement in government jobs. In a
1992 study the U.S. Merit Systems Protection Board confirmed the existence of the glass ceiling for women
in federal government. The report found that women are promoted at a lower rate than men from entry level
to senior positions. Citing stereotyping of women as a major barrier, the report concluded that, if current
trends continue, by the year 2017 women will represent less than one-third of senior executives. In a recent
study of the U.S. Postal Service, Robinson described extrinsic barriers to women's advancement included the
"old boy's network" and scarcity of female role models, but also noted intrinsic barriers for women, such as
work/family conflicts. The Women's Bureau reports that the largest proportion of black women in
management is in government service-, therefore it is critical that more research focus on the glass ceiling
for minorities in this sector.
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While most researchers are in agreement that the barriers to minorities' and women's advancement
are still firmly entrenched in the culture and work environments of business, professional organizations and
government agencies, a small number of studies. have argued that the glass ceiling is crumbling or, in the
case of one study, a myth (Kom/Ferry International, UCLA Anderson Graduate School of Business, 1993;
Adler and Yates, 1993). We would argue that the Civil Rights Act of 1991 and landmark events such as the
1991 confirmation hearings for Supreme Court Justice Clarence Thomas as well as the passage of the federal
Family and Medical Leave Act have all served to heighten the public's and corporate decision-makers'
awareness of the glass ceiling but have not produced significant results in the representation of minorities
and women in leadership roles in employing organizations.
Statistics on Women in the Workplace
We know that many companies are now heavily dependent on women's contribution in both nonexempt and
lower- to mid-level management positions. Furthermore, in the coming decade minorities and immigrants,
along with women, will represent the majority of new entrants into the work force.
In 1991, when Catalyst surveyed the Fortune 500IService 500 companies, over one-third reported that women
constituted from one-half to three-fourths of their nonexempt employees. Another one-fourth of responding
companies reported that over 75 percent of their nonexempt employees were women.
Women's representation in entry- and middle-management positions has also increased substantially. In the
same survey, 42 percent of companies reported that women constitute fully one-fourth to one-half of their
professional employees; a smaller but notable percentage of companies (25 percent) reported that from
one-fourth to one-half of their managers were women (Catalyst, 1991a).
According to the Bureau of Labor Statistics Current Population Survey (1992, unpublished) 3 7. 1 % of executive,
administrative and managerial positions are held by Caucasian women compared to just 3% held by black
women and 1.9% held by Hispanic women. Progress for women of color has been incredible slow: In 1988,
2.9% of black women and 1.6% of Hispanic women were employed as managers (Women's Bureau, 1988).
While women, the majority of whom are Caucasian, have begun to enter the management pipeline in greater
numbers, their representation in senior positions has increased little over the 25 years since women began to
enter management in U.S. companies. Most studies show that, today, less than five percent of senior
managers in U.S. companies are women: Kom/Ferry International and UCLA Anderson Graduate School of
Management (1990) found that between the years 1979 and 1989, there was only a slight increase in the
representation of minorities and women in the top executive positions of the 1,000 largest U.S. corporations.
Minorities and women held less than five percent of top managerial positions in 1989, up from less than
three
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percent in 1979. The U.S. Department of Labor (1991) analyzed data from a random sample of 94
reviews of corporate headquarters of Fortune 500ISei-vice 500companies between 1989 and 1991. Those data
indicated that of 147,179 employees of those 94 companies, women represented 37 percent of employees
and 16.9 percent of all levels of management, but only six percent of executive-level leadership.
Research indicates that women are moving into senior management in some industries more rapidly than
they are in others. Currently, the largest percentage of management women (including senior management) is
found in the financial services industry (Catalyst, 1991a; Department of Labor 1991). Even within financial
services, however, women's representation in senior management varies by sub-sectors: more women are
found in senior management in insurance companies than in banking (Catalyst, 1991a). Solomon (1990)
notes four industries that are comparatively "good to blacks" using glass ceiling experiences of black
managers as the criteria. The industries include: beverage, fast food, high tech (also reputed by some
researchers to be good for women), and automotive. In the same study, the author states that companies that
rely on patronage of black consumers are more sensitive to having blacks in positions of visibility. Shields
and Shields (1993) note that the largest number of black women in management are in government service.
They found that black women perceived that they faced the most obstacles to career success in legal, banking
or commercial real estate firms.
Research also shows that women are still concentrated in traditionally "female" functional areas of
companies -- staff positions such as human resources, corporate communications, community and
governmental relations and on the staff side of marketing and finance (Catalyst, 1991; U.S. Department of
Labor, 1991).
From 1991-93, Catalyst conducted individual assessments of the environment for women and career
development opportunities in more than a dozen major U.S. corporations and professional firms. The
research, carried out at the request of these organizations, shows that women are becoming discouraged by
the barriers found in corporate cultures and environments that continue to block their advancement.
This finding is consistent with that of other studies. For example, a Business Week (June 8, 1992) survey of 400
female managers in U.S. corporations found that almost half of the respondents believe that large companies
have done "somewhat better" over the last five years in hiring and promoting female executives, but more
than half reported that they believe the rate of progress has slowed down. Seventy percent of respondents to
the same survey also reported that the male-dominated corporate culture was an obstacle to their success, up
from 60 percent of women responding to a similar Business Week survey in 1990.
Within corporations, there is also growing awareness and concern about the turnover of valued female talent,
especially in service organizations and professional firms where the largest concentrations of female
professionals and managers are found.
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Employers are beginning to recognize the high cost of turnover of seasoned employees, reported in
one recent study (Families and Work Institute, 1993) to average 150 percent of the annual salary of a
manager or professional and 75 percent of the annual. salary of a lower-level employee; another study
reported the cost of turnover to be 193 percent of an annual salary (Galinsky, 1993). Companies are
interested in knowing how they can retain valued female employees in order to leverage the investment they
have made in their recruitment and training and to reduce the high turnover costs they are experiencing. They
want to know what they can do about the glass ceiling.
The Role of Affirmative Action Legislation
In the U.S., the focus of affirmative action legislation and enforcement agencies has primarily been on the
recruitment of minorities and women. There is no question that AA/EEO has provided, and will continue to
provide, greater access to employment opportunities for minorities and women. Beyond federal legislation,
specific industries in the United States are also subject to review by regulatory agencies in the communities
in which they operate: for example, the banking industry's employment of minorities and women has, in part,
been motivated by the enactment of The Community Reinvestment Act, and the representation of minorities
and women in public utilities is reviewed by state and municipal commissions that approve rate increases
and review bids for contracts.
While such legislative and regulatory efforts have been relatively effective in gaining access to employment
for minorities and women, they have not been as successful in advancing minorities and women to positions
of significant leadership in business organizations. Historically, a corporation could be in compliance with
federal, state and local guidelines while promoting a very small number of women to senior management
positions. Partly to blame is a national reporting system that makes it all but impossible to monitor the
progress of minorities and women in management. For example, the U.S. Bureau of Labor Statistics
reporting category "Executive, Administrative and Managerial" groups such diverse management tiers as
administrative assistant and chief executive officer.
Whether or not it is theoretically possible to mandate and monitor equal advancement of minorities and
women to the extent that it has been possible to mandate equal access, the reality is that there has not been
the political will to do so in the United States. Furthermore, most diversity experts would agree with Thomas
(1993) that we need to develop new diversity strategies to address the complex web of issues faced by
employers today -- e.g., functional conflicts, acquisitions /mergers, multiple lines of business, managing
change, work,/family issues, globalize, total quality, and work force demographics -- rather than thinking of
diversity as the next generation of affirmative action.
Catalyst - 12/93 6
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In order to improve the chances of successfully promoting minorities and women, business
organizations need to understand the "glass ceiling" as a series of events in the careers Of managers and
professionals -- negative events that deny managers and professionals who are "different" opportunities to
develop and advance in their careers -- rather than a fixed point beyond which advancement is impossible.
Although the "glass ceiling" has largely been viewed as a gender-based phenomenon, corporations need to
identify glass ceilings that affect other employee groups such as minority men.
In turn, organizations need to identify, in a deliberate and systematic fashion, the specific barriers and biases
in their culture and work environment and develop systematic approaches to eliminating them. These
barriers include:
• stereotyping and preconceptions about minorities' and women's abilities and suitability for leadership
positions in business
• lack of careful planning and planned job assignments;
• exclusion from informal networks of communication;
• managers' aversion to placing minorities and women in positions of line responsibility (i.e., positions
that generate revenue);
• absence of effective management training, and failure to hold managers accountable for developing
and advancing female employees-,
• absence of succession planning. or succession planning processes that fail to look beyond the top
100-200 managers to identify and monitor the progress of high-potential minorities and women;
• inadequate appraisal and compensation systems, leading to inequities in salaries, bonuses, incentives
and perquisites;
• failure to collect data and track the progress of minorities and women and minorities against that of
white male coworkers;
• inflexibility in defining work schedules and work sites;
• absence of programs to enable employees to balance work/family responsibilities.
Time alone will not eliminate these barriers. Unlike the relentless drive of technology and other
inevitabilities historically experienced by business organizations, eliminating barriers to the advancement of
women is not something that is destined to happen. In order for real change to occur corporate leaders must:
(1) have the will to act; (2) identify those dimensions
&DWDO\VW  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advancement in the organization. It would be a mistake, for example, to conclude that, by
implementing a comprehensive diversity strategy, an organization need no longer monitor the development
and advancement of specific groups within the employee population. The assumption that "a rising tide lifts
all ships" must be validated.
Generally speaking, Catalyst's research (I 990b) indicates that corporate cultures/environments that represent
greater opportunities for minorities' and women's development and advancement are those in which:
• performance-based contributions are emphasized over face-time, seniority, or information gained
through exclusive networks in evaluating success and granting promotions;
• diversity is valued in recruiting and developing employees, because valuing diversity addresses the
demographic trends that indicate increasing shortages of white men in the work force and provides
the opportunity for innovation and creativity;
• work and working relationships are organized horizontally as well as vertically and opportunities for
lateral mobility are available and supported;
• open communication is the norm; criteria for success are shared with employees;
• feedback on performance and information needed for career planning is available and accessible;
• critical information is formally communicated to employees;
• innovation, as well as tradition, is valued;
• flexibility is emphasized in scheduling work and in designating work sites.
Work/Family Initiatives
Among the work/family initiatives that have been implemented by corporations and, to a more limited
extent, other organizations, are parental leave, family care leave, sick leave for dependent care, adoption
assistance, flexible spending accounts, domestic partner benefits, child care centers, family day care
networks, emergency child care, pre-school programs, after-school programs, training and support groups,
dependent care resource and referral, relocation assistance and elder care programs.
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Leadership and Career Development
Leadership and career development are essential to the removal of cultural and environmental barriers to
minorities' and women's advancement. Training programs are typically short term and highly specific,
whereas development programs meet long-term goals. In some organizations, the career path to senior
management takes 15 to 20 years, so development plans are needed in addition to training opportunities at
various points in an employee's development.
First, organizations need to identify the key experiences that prepare employees for leadership, reflecting the
values and systems within their particular culture. Some basic elements identified by the Center for Creative
Leadership (Van Velsor and Hughes, 1990) are: 1) learning to direct and motivate subordinates, 2)
developing skills to obtain lateral cooperation, 3) learning how to develop independence, and 4) finding
alternative ways to frame and solve problems. William Fitzgerald, manager at Hewlett Packard, stresses the
importance of a "performance plan." He includes in this plan clearly stated objectives to be accomplished by
a specific review date, a determination of how performance will be measured and learning activities that are
necessary for successful performance. Fitzgerald suggests that this plan be used in conjunction with a
development plan that stresses long term goal identification (William Fitzgerald, 1992). Catalyst research
has identified the importance of exposure to senior leadership as a key experience, and Julie
Fenwick-Macgrath (Fenwick-Macgrath, 1988) a consultant, recommends a central role for line management
in conjunction with human resources in leadership development.
Secondly, a strategic development plan needs to cover the career development elements unique to the
particular company culture. In most organizations, this would include: rotational job assignments, including
line experience; exposure to senior leadership through rotations and presentations; clearly established,
objective criteria; thorough communication about the criteria; and widely distributed, specific terms of
eligibility. In addition, mentoring has proved to be extremely helpful in both facilitating and monitoring
progress.
Any kind of special training or development raises a concern about the potential for backlash. While
concerns about backlash exist, research has demonstrated that the kind of favoritism that could be attributed
to special training experiences is not cited by coworkers who observe that recipients of training demonstrate
highly developed skills. Recipients of well-planned training efforts offer special insight into core business
practices and should have exemplary project and personnel management skills. However, trainees can be
coached on how to successfully manage backlash, should it occur. Successful integration of a "graduate" of
an advanced development program can offer other department managers the expansion of their own
employee networks. If the program has successfully established a relationship to senior management, this
network can improve departmental visibility.
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7KH DELOLW\ IRU PHQWRUV DQG SURWJV WR LGHQWLI\ SRVLWLYHO\ ZLWK RQH DQRWKHU LV DQ LPSRUWDQW SDUW RI WKH
UHODWLRQVKLS :LWK LQGLYLGXDOV RI GLIIHUHQW JHQGHUV WKLV FDQ EH PRUH GLIILFXOW 6XFFHVVIXO PHQWRULQJ SURJUDPV LQFOXGH
WUDLQLQJ RU JXLGHOLQHV RQ KRZ JHQGHU G\QDPLFV DQGRU FXOWXUDO GLIIHUHQFHV ZLOO EH DGGUHVVHG LQ RUGHU IRU D PHDQLQJIXO
DOOLDQFH WR GHYHORS
&DVH 6WXG\'RZ -RQHV 	 &RPSDQ\ 0HQWRULQJ 4XDGV
'RZ -RQHV 	 &RPSDQ\ GHVLJQHG DQ LQQRYDWLYH PHQWRULQJ SURJUDP WR SURPRWH FXOWXUDO GLYHUVLW\ DQG HQKDQFH
GHYHORSPHQWDO DQG SURPRWLRQDO RSSRUWXQLWLHV IRU PLQRULWLHV DQG ZRPHQ 7KRVH FKDUJHG ZLWK GHYHORSLQJ WKH SURJUDP IHOW
WKDW WKH RQHRQRQH DSSURDFK SUHVHQWHG SDUWLFXODU SUREOHPV IRU WKHVH WZR JURXSV 7KH FUHDWLYH VROXWLRQ LPSOHPHQWHG LQ
'RZ -RQHV
 1HZ <RUN DQG 1HZ -HUVH\ GLYLVLRQV LQ  ZDV WKH GHYHORSPHQW RI PHQWRULQJ TXDGV (DFK TXDG LV PDGH
XS RI IRXU PHPEHUV ZKR DUH GLYHUVH LQ WHUPV RI SRVLWLRQ OHYHO UDFH JHQGHU DQG IXQFWLRQDO DUHD 4XDGV FRQVLVW RI RQH
PHQWRU DW WKH GLUHFWRU OHYHO RU DERYH RQH ZKLWH PDOH RQH ZKLWH RU PLQRULW\ ZRPDQ DQG D PLQRULW\ PHPEHU ZKR PD\ EH
PDOH RU IHPDOH 3URWJV PXVW KDYH DW OHDVW RQH \HDU
V H[SHULHQFH ZLWK WKH FRPSDQ\ DQG PXVW EH SHUIRUPLQJ VDWLVIDFWRULO\
3URJUDP GHYHORSHUV IHOW WKDW WKH JURXS UDWKHU WKDQ WKH RQHRQRQH DSSURDFK ZRXOG RIIHU JUHDWHU OHDUQLQJ RSSRUWXQLWLHV WR
JUHDWHU QXPEHUV RI SHRSOH 7KH DSSURDFK DOVR DVVXPHV WKDW WKH JURXS G\QDPLFV ZLOO DOORZ SHUVRQDOLW\ FRQIOLFWV WR EH
ZRUNHG RXW
$OO SDUWLFLSDQWV DWWHQG D 3RZHU DQG ,QIOXHQFH ZRUNVKRS WR KHOS EXLOG WUXVW LQ WKH UHODWLRQVKLSV 7KLV LV D SURJUDP
GHVLJQHG WR HGXFDWH LQGLYLGXDOV DERXW WKH PDQQHU LQ ZKLFK WKH\ LQIOXHQFH RWKHU SHRSOH DQG KRZ WKLV LV DIIHFWHG E\ RQH
V
EDFNJURXQG DQG FXOWXUH 7KH LQIRUPDWLRQ OHDUQHG LQ WKH ZRUNVKRS LV XVHG WR VWLPXODWH GLVFXVVLRQ ZLWKLQ WKHLU TXDGV RQ
LVVXHV RI JHQGHU DQG UDFH DQG LWV LPSDFW RQ LQIOXHQFH DQG SRZHU
'RZ -RQHV
 PHQWRULQJ TXDGV QRW RQO\ JLYH HPSOR\HHV D IRUXP LQ ZKLFK WR LQWHUDFW ZLWK FRZRUNHUV RI GLIIHUHQW UDFLDO
JHQGHU DQG HWKQLF EDFNJURXQGV EXW DOVR SURYLGH DQ RSSRUWXQLW\ IRU RQHRQRQH LQWHUDFWLRQ 0HQWRUV PDNH WKHPVHOYHV
DYDLODEOH IRU LQGLYLGXDO VHVVLRQV VR WKDW SURWJ	V FDQ GLVFXVV FDUHHU RSSRUWXQLWLHV DQG DQ\ RWKHU LVVXHV WKDW WKH\ IHHO DUH
LPSRUWDQW WR WKHLU GHYHORSPHQW DQG SURJUHVVLRQ LQ WKH FRPSDQ\
7KH SURJUDP LV PRQLWRUHG WKURXJK PRQWKO\ OXQFKWLPH VHVVLRQV IRU DOO SDUWLFLSDQWV 7KHVH PHHWLQJV DOORZ WKRVH ZKR
DGPLQLVWHU WKH SURJUDP WR EH DZDUH RI ZKDW LV JRLQJ RQ LQ WKH JURXSV DQG HQFRXUDJHV D IRFXV RQ WRSLFV WKDW HPSOR\HHV
QHHG DQG ZDQW WR DGGUHVV $GGLWLRQDOO\ RQH PHPEHU RI HDFK TXDG VHUYHV DV D OLDLVRQ WR WKH SURJUDP
V DGPLQLVWUDWRU
7KH JURXSV RI IRXU PHHW WZLFH D PRQWK IRU VL[ PRQWKV $W WKH HQG RI WKLV SHULRG DGPLQLVWUDWRUV HYDOXDWH WKH VXFFHVV RI
WKH SURJUDP E\ VROLFLWLQJ IHHGEDFN IURP SDUWLFLSDQWV 0DQ\ TXDG PHPEHUV KDYH VWD\HG WRJHWKHU LQIRUPDOO\ DIWHU WKHLU
RIILFLDO SURJUDP SHULRG KDV
&DWDO\VW   
HQGHG D FOHDU LQGLFDWLRQ RI WKLV SURJUDP
V YDOXH 0DQDJHPHQW UHJDUGV WKH TXDGV DV VR VXFFHVVIXO WKDW WKH\ DUH
FRQVLGHULQJ RIIHULQJ WKH SURJUDP LQ 'RZ -RQHV
 PDQXIDFWXULQJ DQG FXVWRPHU VHUYLFH RSHUDWLRQV
&DVH 6WXG\3LWQH\ %RZHV ,QF 0HQWRULQJ 3URJUDP
,Q  3LWQH\ %RZHV
 0DLOLQJ 6\VWHPV GLYLVLRQ FUHDWHG D PHQWRULQJ SURJUDP GHVLJQHG WR IDFLOLWDWH HPSOR\HH
GHYHORSPHQW 7KH SURJUDP WDUJHWV PLQRULWLHV DQG ZRPHQ DV ZHOO DV HPSOR\HHV ZLWK D PLQLPXP RI WZR \HDUV FRPSDQ\
H[SHULHQFH (DFK EXVLQHVV XQLW GHVLJQDWHV D PHQWRULQJ FRPPLWWHH ZKLFK LV UHVSRQVLEOH IRU VHOHFWLQJ DQG PDWFKLQJ WKH
PHQWRUV DQG SURWHJHV FDOOHG DVVRFLDWHV ZKRVH W\SLFDO PHQWRULQJ UHODWLRQVKLS ODVWV IRU WR PRQWKV
7R KHOS VHOHFW DVVRFLDWHV WKH GHYHORSPHQW SODQV WKDW DOO HPSOR\HHV FRPSOHWH DV SDUW RI 3LWQH\ %RZHV
 RUJDQL]DWLRQDO
UHYLHZ SURFHVV DUH HYDOXDWHG 7KH RUJDQL]DWLRQDO UHYLHZ LV D FRPELQDWLRQ RI VXFFHVVLRQ SODQQLQJ KXPDQ UHVRXUFHV
SODQQLQJ DQG RUJDQL]DWLRQDO SODQQLQJ ,Q DGGLWLRQ WR FRPSOHWLQJ D VHOIDVVHVVPHQW TXHVWLRQQDLUH WR GHWHUPLQH WKHLU
VXLWDELOLW\ DV PHQWRUV WKRVH ZKR KDYH YROXQWHHUHG PXVW DOVR UHFRPPHQG DQ DVVRFLDWH ZKRP WKH\ IHHO ZRXOG EHQHILW IURP
WKH SURJUDP 7KH FRPPLWWHH WKHQ VHOHFWV DQG PDWFKHV PHQWRUV DQG DVVRFLDWHV EDVHG RQ WKH RUJDQL]DWLRQDO UHYLHZ GDWD DQG
UHFRPPHQGDWLRQV
$IWHU VHSDUDWH RULHQWDWLRQ PHHWLQJV IRU PHQWRUV DQG DVVRFLDWHV SDUWLFLSDQWV DUH EURXJKW WRJHWKHU DW D JURXS IXQFWLRQ WKDW
VHUYHV DV DQ LFHEUHDNHU 7KH RULHQWDWLRQ SURFHVV SURYLGHV D JHQHUDO IUDPHZRUN RI WKH SURJUDP ZLWK WKH LGHD WKDW
PHQWRUV ZLOO VHUYH DV QRQHYDOXDWLYH VRXQGLQJ ERDUGV IRU WKH DVVRFLDWHV DQG WKDW DVVRFLDWHV ZLOO EH UHVSRQVLEOH IRU WKHLU
RZQ GHYHORSPHQW 7KH SDLUV DUH WKHQ OHIW WR ZRUN RXW WKH GHWDLOV RI WKHLU UHODWLRQVKLSV
2Q D SHULRGLF EDVLV SURJUDP DGPLQLVWUDWRUV EULQJ SDUWLFLSDQWV WRJHWKHU DV D IXOO JURXS LQ ZKDW
 LV FDOOHG
PHQWRUDVVRFLDWH LGHD H[FKDQJHV 'XULQJ WKHVH PHHWLQJV SDUWLFLSDQWV WDON DERXW WKH VXFFHVVHV RU SUREOHPV LQ WKHLU
UHODWLRQVKLSV DQG RIIHU VXJJHVWLRQV RQ KRZ WKH SURJUDP PLJKW EH PRGLILHG WR EH PRUH HIIHFWLYH 7KHVH JDWKHULQJV DOORZ
WKH SURJUDP DGPLQLVWUDWRUV WR PRQLWRU WKH HIIHFWLYHQHVV RI WKH SURJUDP DQG SURYLGH EHQHILWV IRU WKH SDUWLFLSDQWV DV ZHOO
,Q DGGLWLRQ WR WKH DFWXDO PHQWRULQJ ZKLFK LV W\SLFDOO\ DQ WR PRQWK UHVSRQVLELOLW\ WKH SURJUDP RIIHUV OXQFKWLPH
SUHVHQWDWLRQV JLYHQ E\ WKH PHQWRUV RQ FDUHHU GHYHORSPHQW RU EXVLQHVV LVVXHV 7KHVH SUHVHQWDWLRQV DUH RSHQ WR DOO GLYLVLRQ
HPSOR\HHV VR D ODUJHU JURXS RI HPSOR\HHV FDQ EHQHILW
3URJUDP RUJDQL]HUV FRXQW DPRQJ WKH VXFFHVVHV RI WKH SURJUDP HQKDQFHG PDQDJHULDO VNLOOV IRU PHQWRUV DQ LQFUHDVHG IRFXV
RQ FDUHHU GHYHORSPHQW DQG WKURXJK WKH OXQFKWLPH SUHVHQWDWLRQV EURDGHQHG NQRZOHGJH RI WKH EXVLQHVV
&DWDO\VW   
Accountability Programs/Succession Planning
In order to ensure that the development of employees is viewed as a valued activity, companies have created
programs that hold managers accountable for achieving certain target goals for minorities and women.
Accountability programs, which are designed to match individual employees with key opportunities, are
effective in the context of a well designed high 'potential tracking system; they also dovetail with tracking
efforts that support succession planning.
Senior management typically establishes goals for minorities and women as part of a diversity/succession
planning process. Various approaches are used to identify targets. Among them are 1) the use of national
census data, 2) local community demographics, and 3) statistics on graduating students with degrees/skills
needed for positions to be filled. Managers need to agree to the target goals; accountability programs
measure their unit's progress in relation to these goals.
By targeting minorities and women in an accountability effort, the effectiveness in meeting pre-established
goals can be evaluated in managers' performance reviews and, in some companies, is taken into account in
calculating managers' salary increases and/or bonuses. When linked to a succession planning process,
accountability programs increase senior management's access to information about high-potential employees
who might not otherwise be identified for critical assignments. They utilize systematic, periodic reviews that
cut laterally across businesses in diversified and decentralized companies and across and down into
functional areas in more centralized organizations.
It is important to note that accountability programs differ significantly from affirmative action/equal
employment opportunity programs: Accountability programs are internally generated business initiatives
designed to maximize the investment companies make in the recruitment and training of minority and female
employees by matching individual employees with specific development opportunities. In contrast, AA/EEO
programs employ quotas to achieve externally mandated goals for a balanced work force.
Most effective succession planning processes include a tracking effort that is tied to manager accountability.
Succession planning ensures that a systemic effort to develop leadership is ongoing. When linked with
diversity goals, it is central to the advancement of minorities and women to senior levels. Some companies
require that senior managers provide the executive review committee with a slate of candidates on which
minorities and women are well represented. This conveys the message that diversity in leadership roles
exists within the company. At companies where minority and female candidates are at lower ranks then those
from which executives are typically drawn, management can identify high-potential employees and
accelerate their career development.
&DWDO\VW   28
6X]DQQH 6XWWHU D 9LFH 3UHVLGHQW DW &ROH 1DWLRQDO &RUSRUDWLRQ ZKR GHYHORSHG D VXFFHVVLRQ SODQQLQJ SURFHVV
GHVFULEHV WKH QHHG IRU D WRWDO V\VWHP WKDW PXVW EH HPEHGGHG LQ WKH FRPSDQ\
V RSHUDWLRQ 6KH LGHQWLILHV WKH QHHG IRU
WKH H[HFXWLYH GHYHORSPHQW SURFHVV WR PHUJH LQWR VXFFHVVLRQ SODQQLQJ $W &ROH 1DWLRQDO VKH ZRUNHG ZLWK PDWHULDOV IURP
WKH &HQWHU IRU &UHDWLYH /HDGHUVKLS WR GHYHORS D SURILOH RI ZKDW LW WDNHV WR EH VXFFHVVIXO DW &ROH &ROH
V SHUIRUPDQFH
PDQDJHPHQW V\VWHP ZDV WKHQ LQWHJUDWHG ZLWK JRDOV DFFRXQWDELOLWLHV DQG WKH VXFFHVV IDFWRUV VKH ZDV DEOH WR LGHQWLI\
6XFFHVVLRQ SODQQLQJ LV YLHZHG DV D VWUDWHJLF FRQFHUQ ZKLFK LI QHJOHFWHG ZLOO KDYH ORQJ WHUP FRQVHTXHQFHV -DPHV :
%XWWLPHU 	 -DQH )LVKHU 
&DVH 6WXG\0RWRUROD ,QF 6XFFHVVLRQ 3ODQQLQJ ZLWK &ORXW
0RWRUROD LV DQ HOHFWURQLFV FRPSDQ\ WKDW PDQXIDFWXUHV FHOOXODU SKRQHV HOHFWURQLF SDJLQJ HTXLSPHQW VHPLFRQGXFWRUV DQG
URERWLFV 7KH FRPSDQ\ KDV  HPSOR\HHV ZRUOGZLGH
,Q  VWLPXODWHG E\ FKDQJLQJ ZRUN IRUFH GHPRJUDSKLFV 0RWRUROD EHJDQ GHYHORSLQJ LQLWLDWLYHV WR DGYDQFH PLQRULWLHV
DQG ZRPHQ LQ WKH FRPSDQ\ ZLWK WKH UHFRJQLWLRQ RI WKH LQFUHDVLQJ GLYHUVH FOLHQW EDVH DQG EX\HUV RI FRQVXPHU JRRGV
0RWRUROD
V 2UJDQL]DWLRQ DQG 0DQDJHPHQW 'HYHORSPHQW 5HYLHZ 20'5 LV D VXFFHVVLRQ SODQQLQJ DQG DFFRXQWDELOLW\
SURFHVV WKDW LV LQWHJUDWHG ZLWK WKH FRPSDQ\
V 'LYHUVLW\ 5HVRXUFHV IXQFWLRQ 7KH 20'5 LV XVHG WR LGHQWLI\ DQG WUDFN
PLQRULWLHV DQG ZRPHQ ZKR KDYH WKH WDOHQW WR UHDFK VHQLRU OHYHOV DQG WKHQ WR SODQ WKHLU GHYHORSPHQW ,Q DQ HIIRUW WR
HOLPLQDWH JODVV FHLOLQJ EDUULHUV WR PLQRULWLHV DQG ZRPHQ ZLWKLQ PDQDJHPHQW 0RWRUROD HVWDEOLVKHG WKH FRUSRUDWHZLGH
3DULW\ *RDO *RDO DWWDLQPHQW ZLOO UHTXLUH WKDW E\  WKHUH LV D UHSUHVHQWDWLRQ RI TXDOLILHG PLQRULWLHV DQG ZRPHQ DW DOO
PDQDJHPHQW OHYHOV WKDW PLUURUV WKH UHSUHVHQWDWLRQ RI TXDOLILHG PHPEHUV RI WKHVH JURXSV LQ WKH JHQHUDO SRSXODWLRQ
&RPPXQLFDWLRQ RI 0RWRUROD
V GLYHUVLW\ GULYH LV ZRUOGZLGH 7KRXJK FXUUHQWO\ RQO\ GLYLVLRQV LQ WKH 86 DUH DFFRXQWDEOH WR
WKH 20'5 V\VWHP GLYLVLRQV LQ RWKHU SDUWV RI WKH ZRUOG KDYH EHJXQ WKHLU RZQ GLYHUVLW\ LQLWLDWLYHV 0HPRV UHJDUGLQJ WKH
2IILFHUV 3DULW\ *RDO DUH GLVWULEXWHG ZRUOGZLGH
7KH GLUHFWRU RI GLYHUVLW\ UHSRUWV GLUHFWO\ WR WKH &(2
V RIILFH 4XDUWHUO\ UHSRUWV RQ WKH VWDWXV RI PLQRULWLHV DQG ZRPHQ DUH
JLYHQ WR WKH &(2 :KHQ D YDFDQF\ RFFXUV LQ D GLYLVLRQ WKH &(2 SHUVRQDOO\ FRQWDFWV WKH GLYLVLRQ KHDG LQ RUGHU WR GLVFXVV
WKH SDULW\ JRDO
0RWRUROD KDV FRQWLQXHG WR HYDOXDWH DQG UHILQH LWV VXFFHVVLRQ SODQQLQJ SURFHVV WR HQVXUH LW ZLOO PHHW WDUJHWHG JRDOV IRU WKH
UHSUHVHQWDWLRQ RI PLQRULWLHV DQG ZRPHQ LQ VHQLRU OHDGHUVKLS SRVLWLRQV
&DWDO\VW   
%HQFKPDUNLQJ &RUSRUDWH ,QLWLDWLYHV IRU :RPHQ
V $GYDQFHPHQW
&DWDO\VW
V UHFHQW UHVHDUFK VXJJHVWV WKDW WRGD\ PRUH FRPSDQLHV DUH FRQFHUQHG DERXW WKH UHWHQWLRQ RI IHPDOH SURIHVVLRQDOV
DQG PDQDJHUV WKDQ DERXW WKH UHFUXLWPHQW RI ZRPHQ LQWR WKHLU PDQDJHPHQW UDQNV DOWKRXJK WKHUH DUH H[FHSWLRQV +LJKO\
WHFKQLFDO LQGXVWULHV DQG HQJLQHHULQJ FRPSDQLHV IRU H[DPSOH FRQWLQXH WR EH FRQFHUQHG DERXW UHFUXLWPHQW RI IHPDOH
HQJLQHHUV DQG VFLHQWLVWV EXW WKH\ DUH DOVR H[SHULHQFLQJ D QHZ DZDUHQHVV RI WKH QHHG WR UHWDLQ WKRVH ZRPHQ FXUUHQWO\ LQ
WKHLU WHFKQLFDO ZRUN IRUFH
)LQDQFLDO VHUYLFHV RUJDQL]DWLRQV RQ WKH RWKHU KDQG UHSRUW QR GLIILFXOW\ LQ UHFUXLWLQJ WDOHQWHG ZRPHQ RQ FDPSXVHV $V
QRWHG HDUOLHU WKHLU FRQFHUQ DQG WKDW RI FRPSDQLHV LQ WKH VHUYLFH VHFWRU JHQHUDOO\ LV ZLWK WKH GLVSURSRUWLRQDWH WXUQRYHU RI
ZRPHQ WKH\ DUH H[SHULHQFLQJ HVSHFLDOO\ DPRQJ KLJKSHUIRUPLQJ VHDVRQHG IHPDOH SURIHVVLRQDOV DQG PDQDJHUV
:KHQ ZRPHQ OHDYH FRPSDQLHV RIWHQ DVVXPH WKDW WKH\ DUH FKRRVLQJ IDPLO\ RYHU D FDUHHU RSWLQJ WR VWD\ KRPH ZLWK
FKLOGUHQ 7KHUHIRUH WKH\ HUURQHRXVO\ EHOLHYH WKDW WKHUH ZDV QRWKLQJ WKDW WKH FRPSDQ\ FRXOG KDYH GRQH WR UHWDLQ WKHVH
ZRPHQ &DWDO\VW
V UHVHDUFK ZLWK D JURXS RI ZRPHQ ZKR KDG OHIW WKHLU FRPSDQLHV WKURXJK YROXQWDULO\ UHVLJQDWLRQV VKRZV
WKDW PRVW RI WKH ZRPHQ OHIW IRU EHWWHU FDUHHU RSSRUWXQLWLHV UDWKHU WKDQ IRU ZRUNIDPLO\ EDODQFH 7KRXJK ZRUNIDPLO\
SURJUDPV PLJKW KDYH EHQHILWWHG VRPH RI WKHVH ZRPHQ DV ZHOO DV VRPH RI WKHLU PDOH FRZRUNHUV VXFK SURJUDPV DORQH
ZRXOG QRW RIIHU D ORQJWHUUQ VROXWLRQ IRU UHGXFLQJ WKH GLVSURSRUWLRQDWH WXUQRYHU RI ZRPHQ
7KLV H[DPSOH LV JLYHQ WR LOOXVWUDWH FRPPRQ SUREOHPV LQKHUHQW LQ FRUSRUDWH EHQFKPDUNLQJ SUDFWLFHV  IDLOXUH WR LGHQWLI\
WKH UHDO SUREOHP  GHVLUH IRU D TXLFN IL[  DVVXPSWLRQ WKDW RQH VROXWLRQ ILWV DOO 7KH FRPSDQLHV GHVFULEHG DERYH
IDLOHG WR LGHQWLI\ WKH UHDO UHDVRQ WKDW ZRPHQ ZHUH OHDYLQJ 7KHLU HUURQHRXV DVVXPSWLRQ WKDW ZRPHQ OHDYH IRU ZRUNIDPLO\
EDODQFH ZLOO OHDG WKHP LQ VHDUFK RI D TXLFN IL[ D ZRUNIDPLO\ SURJUDP :KHWKHU WKH\ VHOHFW D ORZFRVW SURJUDP VXFK DV
GHSHQGHQW FDUH WD[ VDYLQJV DFFRXQWV IRU HPSOR\HHV RU D FRVWO\ EHQHILW VXFK DV DQ RQVLWH FKLOG FDUH FHQWHU GRHVQ
W UHDOO\
PDWWHU 7KH VROXWLRQ GRHVQ
W ILW WKH SUREOHP  ZKLFK UHPDLQV XQLGHQWLILHG
&DWDO\VW KDV IRXQG WKDW WKH PRVW HIIHFWLYH FRUSRUDWH LQLWLDWLYHV KDYH PRUH WR GR ZLWK WKH SURFHVV E\ ZKLFK SURJUDPV DUH
VHOHFWHG DQG LPSOHPHQWHG WKDQ ZLWK WKH SURJUDPV WKHPVHOYHV ,Q HYHU\ FDVH WKH SURFHVV EHJDQ ZLWK D UHFRJQLWLRQ DQG
DUWLFXODWLRQ RI D EXVLQHVV QHHG 7KLV LQ WXUQ SURYLGHG WKH UDWLRQDOH IRU DOO RI WKH DFWLRQV WKDW IROORZ $UWLFXODWLRQ RI WKH
UDWLRQDOH IRU DGYDQFLQJ ZRPHQ LQ WKH RUJDQL]DWLRQ FDPH IURP VHQLRU PDQDJHPHQW DQG ZDV OLQNHG WR WKH VSHFLILF EXVLQHVV
QHHGV RI WKH RUJDQL]DWLRQ
7R EH WDNHQ VHULRXVO\ WKH EXVLQHVV FDVH QHHGV WR EH DUWLFXODWHG E\ VHQLRU OLQH PDQDJHUV DV ZHOO DV KXPDQ UHVRXUFHV
SURIHVVLRQDOV 6LQFH FRUSRUDWLRQV DUH LQ WKH EXVLQHVV RI JHQHUDWLQJ UHYHQXH LW IROORZV WKDW DQ\ LQLWLDWLYH LI LW LV WR HQGXUH
KDV WR EH WLHG WR FRUSRUDWH SURILWDELOLW\
&DWDO\VW   
Central to the development of effective corporate initiatives for advancing women is an internal
research process designed to: (1) measure human resources performance in the area of the recruitment,
retention, promotion and representation of women by level/functional area; (2) identify assumptions; (3)
assess employee needs, perceptions, opinions and career goals by gender and other potential discriminating
factors. Corporations measure what they value, so it is critical to measure human resources management in
corporations in the same fashion that other aspects of performance are tracked.
Typically, companies combine internal research with benchmarking to assess both how industry peers are
doing on selected human resources performance measures, and what policies/programs other organizations
are using to advance women. Such benchmarking should not be used as a substitute for internal research and
issue identification.
Case Study - Bank of Montreal: Task Force on the Advancement of Women
An Integrated Approach
Bank of Montreal, Canada's oldest chartered bank and one of the largest financial institutions in North
America, employs 30,000 people in Canada and the U.S.
Bank of Montreal's Task Force on the Advancement of Women exemplifies the critical role of research in
enabling companies to identify initiatives that are specific to and appropriate for their corporate culture. The
task force was established to identify barriers to women's advancement and devise action plans to remove
them. Women made up 75 percent of the bank's work force in 1991, but only 9 percent of executives and 13
percent of senior managers. On the other hand, women held 91 percent of non-management jobs. The
question the task force explored was, Is there a rational explanation for these discrepancies?
Through an extensive research process -- interview and survey responses were received from one-third of the
bank's employees, more than 10,000 women and men -- the task force identified five main assumptions as to
why so few women had reached senior positions in the bank. These assumptions included: women are either
too young or too old to compete with men for promotions; women are less committed to their careers
because they have babies; and women need to be better educated to compete with men. The task force then
analyzed the human resources records of more than 28,000 employees. All five assumptions were proven
false; that is, by all important yardsticks (including education, length of service, dedication and job
performance) women in the bank equaled or surpassed their male colleagues. The analysis of human
resources data provided an unprecedented opportunity to compare perceptions with facts and irrefutably
debunk myths about women's lack of advancement.
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,Q LWV  Report to Employees, WKH WDVN IRUFH UHIXWHG WKH IDOVH DVVXPSWLRQV DQG VHW RXW WKH UHDO IDFWV 2QH IDFW ZDV WKDW
WLPH DORQH ZDV QRW JRLQJ WR FRUUHFW WKH JHQGHU LPEDODQFH DW WKH EDQN $W WKH UDWH ZRPHQ ZHUH DGYDQFLQJ LQ  WKH\
ZRXOG PDNH XS MXVW  SHUFHQW RI WKH H[HFXWLYH UDQNV DQG RQO\  SHUFHQW RI VHQLRU PDQDJHPHQW E\ WKH \HDU  %DQN
RI 0RQWUHDO 
,Q UHVSRQVH WR WKH UHFRPPHQGDWLRQV RI WKH WDVN IRUFH WKH EDQN
V 3UHVLGHQW DQG &22 FRPPLWWHG WKH RUJDQL]DWLRQ WR
GUDPDWLF DQG V\VWHPDWLF FKDQJH WR DFKLHYH ERWK SURSRUWLRQDO UHSUHVHQWDWLRQ DQG HTXDOLW\ RI RSSRUWXQLW\ DW %DQN RI
0RQWUHDO
%DQN RI 0RQWUHDO
V LQLWLDWLYH H[HPSOLILHV D SURFHVV WKDW LQFOXGHV WKH FRPSRQHQWV &DWDO\VW KDV LGHQWLILHG DV PRVW OLNHO\ WR
UHVXOW LQ VXFFHVV
0RWLYDWLRQ DQG 5DWLRQDOH /LQNHG WR 6WUDWHJLF %XVLQHVV *RDOV
7KH DGYDQFHPHQW RI ZRPHQ DORQJ ZLWK RWKHU ZRUNSODFH HTXDOLW\ JRDOV DUH DQ
HVVHQWLDO SDUW RI WKH EDQN
V &RUSRUDWH 6WUDWHJLF 3ODQZKLFK ZDV DUWLFXODWHG
LQ WKH IROORZLQJ ZD\ 2XU VWUDWHJ\ TXLWH VLPSO\ LV WR PDNH RXUVHOYHV
WKH %DQN RI &KRLFH E\ EHFRPLQJ WKH (PSOR\HU RI &KRLFH LQ RXU LQGXVWU\
:KHQ ZH DWWUDFW DQG DGYDQFH WKH EHVW SHRSOH DQG JLYH WKHP WKH VXSSRUW
WKH\ QHHG WR GR WKHLU EHVW ZRUN WKH\ LQ WXUQ ZLOO DWWUDFW DQG NHHS OR\DO
FXVWRPHUV
7RS'RZQ 6XSSRUW 7KH WDVN IRUFH ZDV SHUVRQDOO\ VSRQVRUHG E\ WKH
SUHVLGHQW DQG WKLV IDFW ZDV ZLGHO\ SXEOLFL]HG ZLWKLQ WKH EDQN DQG WR WKH
SXEOLF DW ODUJH 7KH SUHVLGHQW ZDV GLUHFWO\ LQYROYHG LQ WKH GHOLEHUDWLRQV
DQG GUDIWLQJ RI WKH UHSRUW +H DOVR HQGRUVHG HYHU\ DFWLRQ SODQ 7KH WDVN
IRUFH OHDGHU ZDV D IHPDOH YLFH SUHVLGHQW ZKR KDG WKH IXOO VXSSRUW RI WKH
SUHVLGHQW
$FFRXQWDELOLW\ ,Q WKH Report to Employees DQG PDQ\ RWKHU LQWHUQDO
FRPPXQLFDWLRQV WKH SUHVLGHQW KDV PDGH LW FOHDU WKDW KH LV SHUVRQDOO\
DFFRXQWDEOH IRU WKH VXFFHVV RI HIIRUWV WR DGYDQFH ZRPHQ 7KH EDQN PDGH
WKH UHSRUW ZLGHO\ DYDLODEOH WR FXVWRPHUV DQG WKH SXEOLF LQ WKLV ZD\
KROGLQJ LWVHOI DFFRXQWDEOH IRU WKLV KLJKSURILOH FRPPLWPHQW 7KH FUHDWLRQ
RI WKH QHZ SRVLWLRQ RI YLFH SUHVLGHQW ZRUNSODFH HTXDOLW\ ZDV WKH ILUVW
DFWLRQ SODQ LQ WKH UHSRUW %\ UHSRUWLQJ GLUHFWO\ WR WKH SUHVLGHQW LQVWHDG RI
UHSRUWLQJ WR WKH KHDG RI RQH EDQN JURXS DV LV FXVWRPDU\ WKH YLFH
SUHVLGHQW IRU ZRUNSODFH HTXDOLW\ LV LQ D SRVLWLRQ WR KHOS EULQJ DERXW WKH
NLQG RI FKDQJH LQ WKH RYHUDOO EDQN FXOWXUH WKDW ZRXOG EH DFFRPSOLVKHG
PXFK PRUH VORZO\ IURP ZLWKLQ WKH FRQVWUDLQWV RI RQH EDQN JURXS 7KH
WDVN IRUFH HVWDEOLVKHG KLJKO\ YLVLEOH QDWLRQDO DQG GLYLVLRQDO DGYLVRU\
FRXQFLOV WR SURYLGH RQJRLQJ OHDGHUVKLS DQG DGYRFDF\ WKURXJKRXW WKH EDQN
6LQFH WKH DGYDQFHPHQW RI ZRPHQ LV D PDMRU EXVLQHVV JRDO LW LV IXOO\
LQWHJUDWHG LQWR WKH EXVLQHVV SODQ SURFHVV $OO PDQDJHUV VWDUWLQJ DW WKH
&DWDO\VW   
executive level) establish annual hiring, retention and advancement targets. Then each manager's
success in reaching the individual goals, along with her or his contribution to workplace equality generally,
is assessed in the annual performance review. Performance evaluation also takes into account a manager's
day-to-day behavior -- her *or his success as a role model for fair and equal treatment of all employees. The
bank's progress in advancing women is measured quarterly and reported to employees in an annual report as
well as in occasional interim reports.
(4) Communication. In addition to the Report to Employees, more than
20,000 copies of which have been requested by outside organizations
around the world, and the annual and occasional progress reports, other
communication channels were used to publicize the bank's commitment to
advancing women, including development and distribution of new or
updated. policies; new recruitment and interviewing materials; revised
corporate sponsorship criteria; revised advertising and promotional
materials; a new employee orientation handbook, video and manager's
guide; individually labeled copies of the bank's code of conduct; ongoing
features and items in internal newsmagazines and new videos; new or
revamped training programs, such as the awareness training workshop,
Women & Men as Colleagues; handbooks and pamphlets about related
programs such as flexible work arrangements; ongoing presentations to
employees by the vice president, workplace equality and other staff,
speeches and letters to employees from the president; employee meetings
with the president; and an updated corporate strategic plan.
(5) Measurable Results. Results are measured on an ongoing basis and
reported to employees. The measurement process includes quarterly
business plan updates, regular employee surveys, focus groups, feedback
from advisory council members and comments and suggestions from
employees.
(6) Supportive Environment. Every aspect of how the bank does business
has been touched by the initiative, including the corporate strategic plan,
recruitment, corporate sponsorships, policies and programs, performance
review, code of conduct, orientation and training.
Bank of Montreal's initiative is an example of an integrated approach to the advancement of women.
Increasingly, organizations are recognizing that single programs cannot address the numerous barriers to
women's advancement embedded in their corporate culture and work environment. Family and work/life
needs of employees call for a whole complex of policies and programs. Isolated programs don't work; for
example, providing a generous parental leave policy without flexible work arrangements will not help
employees who want to balance work
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DQG IDPLO\ 7KH VDPH FDQ EH VDLG IRU ZRPHQ
V XSZDUG PRELOLW\ LQLWLDWLYHV &RPSDQLHV QHHG WR EH ZRUNLQJ RQ D
YDULHW\ RI IURQWV 7KH PRVW HIIHFWLYH LQLWLDWLYHV HQFRPSDVV D FRPELQDWLRQV RI SURJUDPV RU V\VWHPLF DSSURDFKHV WR
DGYDQFLQJ ZRPHQ
,QLWLDOO\ %DQN RI 0RQWUHDO IRFXVHG RQ WKH JODVV FHLOLQJ IRU ZRPHQ LQ WKH EDQN 7KH EXVLQHVV FDVH IRU GRLQJ VR LQFOXGHG
 :RPHQ FRQVWLWXWHG  SHUFHQW RI WKH EDQN
V HPSOR\HHV EXW RQO\ QLQH SHUFHQW RI H[HFXWLYHV  6HQLRU OHDGHUVKLS DW
WKH EDQN IHOW WKH QHHG WR EULQJ DERXW FKDQJH TXLFNO\ DQG EHOLHYHG WKDW EURDGHQLQJ WKH IRFXV DW WKH VWDUW ZRXOG VORZ GRZQ
WKH SURFHVV  7KH 7DVN )RUFH RQ WKH (PSOR\PHQW RI :RPHQ ZDV YLHZHG DV D WHPSODWH WR DGGUHVV RWKHU GLYHUVLW\ LVVXHV
DW WKH EDQN 6XEVHTXHQWO\ WKH EDQN KDV LPSOHPHQWHG WDVN IRUFHV DQG LQLWLDWLYHV WR DGGUHVV WKH JODVV FHLOLQJ IRU 9LVLEOH
0LQRULWLHV DQG $ERULJLQDOV ZLWKLQ WKH RUJDQL]DWLRQ
'HORLWWH DQG 7RXFKH LV DQRWKHU H[DPSOH RI DQ RUJDQL]DWLRQ ZKHUH HPSOR\HH GHPRJUDSKLFV PRWLYDWHG DQ LQWHQVLYH
UHVHDUFK HIIRUW DQG LPSOHPHQWDWLRQ RI LQLWLDWLYHV GLUHFWHG DW WKH UHWHQWLRQ DQG DGYDQFHPHQW RI ZRPHQ 2WKHU FRUSRUDWLRQV
VXFK DV 0RWRUROD DQG 3LWQH\ %RZHV KDYH GHYHORSHG LQLWLDWLYHV WKDW IURP WKH EHJLQQLQJ IRFXVHG VLPXOWDQHRXVO\ RQ WKH
JODVV FHLOLQJ IRU PLQRULWLHV DQG ZRPHQ
&RQFOXVLRQ  &RUSRUDWH ,QLWLDWLYHV IRU $GYDQFLQJ 0LQRULWLHV DQG :RPHQ :KDW :RUNV :KDW 'RHVQ
W
&RUSRUDWH LQLWLDWLYHV WR DGYDQFH PLQRULWLHV DQG ZRPHQ DUH UHODWLYHO\ IHZ LQ QXPEHU FRPSDUHG WR FRUSRUDWH ZRUNIDPLO\
SURJUDPV 0RVW LQLWLDWLYHV KDYH QRW EHHQ HYDOXDWHG LQ DQ\ ULJRURXV VHQVH ,Q WKH PDMRULW\ RI FDVHV LW LV WRR VRRQ WR
PHDVXUH WKH LPSDFW RI WKHVH LQLWLDWLYHV RQ WKH UHWHQWLRQ DQG DGYDQFHPHQW RI PLQRULWLHV DQG ZRPHQ RU RQ WKH PRUH
LQWDQJLEOH EDUULHUV LQ WKH FRUSRUDWH FXOWXUH 7KH FRUSRUDWLRQV IRU ZKLFK LQLWLDWLYHV DUH SURILOHG LQ WKLV UHSRUW KDYH
H[SHULHQFHG PHDVXUDEOH UHVXOWV LQ DGYDQFLQJ PLQRULWLHV DQG ZRPHQ WR OHDGHUVKLS UROHV ZKLOH DFNQRZOHGJLQJ WKDW PXFK
UHPDLQV WR EH GRQH &RQVLVWHQW ZLWK UHVHDUFK FLWHG LQ WKLV UHSRUW VRPH FRPSDQLHV DUH H[SHULHQFLQJ JUHDWHU VXFFHVV LQ
DGYDQFLQJ &DXFDVLDQ ZRPHQ WKDQ LQ DGYDQFLQJ PHQ DQG ZRPHQ RI FRORU
&DWDO\VW
V UHVHDUFK VXJJHVWV WKDW FRUSRUDWH LQLWLDWLYHV DUH PRVW OLNHO\ WR VXFFHHG ZKHUH  WKH &(2 DQG RWKHU VHQLRU OLQH
PDQDJHUV UHFRJQL]H DQG DUWLFXODWH WKH EXVLQHVV FDVH IRU DGYDQFLQJ PLQRULWLHV DQG ZRPHQ DQG VWUDWHJLHV IRU DGYDQFLQJ
PLQRULWLHV DQG ZRPHQ DUH HPEHGGHG LQ WKH RUJDQL]DWLRQ
V VWUDWHJLF EXVLQHVV SODQ  UHVHDUFK LV XQGHUWDNHQ WR LGHQWLI\ WKH
VSHFLILF EDUULHUV LQ WKH FXOWXUH DQG ZRUNLQJ HQYLURQPHQW WKDW LPSHGH PLQRULWLHV
 DQG ZRPHQ
V SURJUHVV  PDQDJHUV DUH
KHOG DFFRXQWDEOH IRU WKH GHYHORSPHQW DQG DGYDQFHPHQW RI PLQRULWLHV DQG ZRPHQ UHVXOWV DUH PHDVXUHG DQG UHYLHZHG E\
WKH H[HFXWLYH OHDGHUVKLS RI WKH RUJDQL]DWLRQ DQG LQFHQWLYHVUHZDUGV DUH WLHG WR VXFFHVVIXO SHUIRUPDQFH LQ WKLV DUHD 
WUDLQLQJ LV LPSOHPHQWHG WR DGGUHVV VWHUHRW\SHV DQG SUHFRQFHSWLRQV DERXW PLQRULWLHV
 DQG ZRPHQ
V DELOLWLHV DQG VXLWDELOLW\
IRU FDUHHUV LQ EXVLQHVV DQG WR HTXLS PDQDJHUV WR FRDFK DQG GHYHORS PLQRULWLHV DQG ZRPHQ ZKR UHSRUW WR WKHP  D
V\VWHP LV LPSOHPHQWHG WR LGHQWLI\ DQG PRQLWRU WKH SURJUHVV RI
&DWDO\VW   
high potential minorities and women and to ensure that they acquire a broad range of experience in
Core business areas- so that they will be able to compete with men. for leadership positions in the
organization.
Since diversity is increasing among employees in most organizations, an integrated, multiprogram or
systemic approach to advancing minorities and women is more likely to succeed and have a lasting positive
impact than isolated, one-shot programs or ad hoc approaches. Systemic approaches are also needed because
biases against minorities and women are deeply embedded in corporate culture.
Companies need to be alert to the dangers inherent in benchmarking against the programs of other
corporations without first identifying the barriers to minorities' and women's advancement that are specific to
their culture and work environment. There are no "quick fixes;" many solutions are needed, only a few of
which have been identified at this time. More support is needed for research on the glass ceiling, especially
as it is experienced by men and women of color.
Finally, corporate leaders must have the will to act that comes from the belief that advancing minorities and
women is a business imperative.
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RECOMMENDATIONS TO THE GLASS CEILING COMMISSION
1. Redesign statistical procedures for tracking the representation of minorities and women
in management. Currently, the reporting categories used by the Bureau of Labor Statistics
provide inadequate detail for monitoring the advancement of minorities and women:
go. Disaggregate data for the representation of minorities and women in executive,
administrative and managerial positions in the "Managerial and Professional
Specialty" category of the Current Population Report. Provide separate reporting
categories for administrative, managerial and executive positions. Provide more
detail within the "managerial" and "executive" categories. Report data by gender
and race/ethnicity.
Expand data for "Technical, Sales and Administrative Support" category of Cut-rent Population Report to
include managers and executives as separate categories. Report data by gender and race/ethnicity.
Provide greater detail within industry groups for tracking the representation and advancement of minorities
and women at various levels of management (e.g., banking).
2. Continue to support the voluntary efforts of organizations to address the glass ceiling for
minorities and women and advocate further research:
Provide financial support for research to measure the effectiveness of various organizational strategies to
retain, develop and advance minorities and women.
Conduct further research to identify the distinctive advancement issues for minorities and women and
promote the development of new strategies where appropriate.
10. Recognize the impact of Workforce 2000, provide support for research to expand
the business case for organizations to address the glass ceiling and identify the
costs to organizations of not addressing the glass ceiling.
NO. Continue to recognize, profile and reward exemplary efforts of organizations to
eliminate the glass ceiling for minorities and women.
3. Expand the purview of the Department of Labor's Glass Ceiling Audits to include
representation of minorities and women in field sites and offices outside of corporate
headquarters.
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4. Disseminate information, templates, benchmark data and other materials to enable
organizations to carry out internal audits of the representation and status of minorities and
women in their work force and to develop mechanisms whereby they can systematically
monitor their progress in eliminating the glass ceiling independent of the Department of
Labor Glass Ceiling Audits.
5. Increase financial support for academic programs to increase the representation of
minorities and women in non-traditional fields, such as science and - engineering.
Encourage corporate internship programs and other corporate-educational partnerships to
expand the pool of minority and female candidates for non-traditional positions.
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Appendix A: Annotated
Career Development
Carulli, Lorraine M., Cheryl L. Noroian and Cindy Levine. "Employee-Driven Career Development."
Personnel Administrator, March 1989.
Discusses key components of one company's "multi-dimensional" approach to a successful career
development program.
Fenwick-Magrath, Julie A. "Executive Development: Key Factors for Success." Personnel, July 1988.
Reports results of a survey of the development efforts for executives at 12 leading corporations. Survey
uncovered 5 major criteria for a successful process, each of which is discussed here.
Fitzgerald, William. "Training Versus Development." Training and Development, May 1992.
Defines training as having a short term focus and development as having a long term focus. Outlines a
development plan and discusses "management by objectives."
Fuchsberg, Gilbert. "Parallel Lines: Companies Create New Ways to Promote Employees-Without
Making Them Bosses." Wall Street Journal, April 21, 1993.
Article on lateral career moves looks at 6 companies that have established "new ladders" allowing them to
recruit and retain talent even as they cut traditional advancement opportunities. The article includes results of
a survey of corporations with dual career ladders.
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Hall, Douglas T. and Judith Richter. "Career Gridlock: Baby Boomers Hit the Wan,"
Academy of Management Executive, Vol.4 (3) 1990.
Suggests that as baby boomers (comprising 55% of U.S. labor force) hit career plateaus, the possibility of
achieving "promotional success" is limited and shrinking. They argue that organizations must redefine
success, match human resource practices with new career values, and offer a range of career paths. Included
are recommendations for an organization "to yield the maximum benefit from its baby boomer managers and
employees."
Hughes, Martha W. and Ellen Van Velsor. Gender Differences in the Development of Managers: How Women
Managers Learn From Experience. Greensboro, NC: Center for Creative Leadership, 1990.
Data from two previous studies of executive development are examined in an effort to explain why so few
women reach or are retained in executive ranks. The report
theorizes that men and women learn to manage through different experiences based on gender. Thought
"assignments" are the number one learning arena for both men and
women, but men cited it 20% more often than women. The women in the study
claimed to learn from "other people" 2 times as often as men.
Korn/Ferry International's Executive Profile: A Decade of Change in Corporate Leadership. Korn/Ferry
International and UCLA's John E. Anderson Graduate School of Management, New York: Korn/Ferry
International, 1990.
Results of a survey sent to senior executives at Fortune 500 companies. Report provides an overview of the
goals, attitudes and backgrounds of responding executives and an examination of how their motivations,
priorities and career paths have changed over the past decade.
Martinez, Michelle Neely. "The High Potential Woman." HR Magazine, June 1991.
Describes how seven companies recognize and develop women for senior management positions.
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            Diversity
Cauldron, Shari. "US West Finds Strength in Diversity". Personnel Journal, March 1992.
Focuses on US West Communications Inc., its commitment to diversity and its latest multiculturalism effort,
the "Pluralism Initiative." Due to the company's pluralism effort, women have acquired 52% of management
positions, people of color constitute 13% of management positions, and an accelerated development program
has also been added for women of color. The article describes how corporate officers within the company are
held accountable and measured by a newly developed training method known as the Pluralism Performance
Menu which measures performance without unreliable feedback.
The Changing Face of the Federal Workforce. A Symposium on Diversity. Washington, D.C.: U.S. Merit Systems
Protection Board, 1993.
Results of a 1993 symposium aimed at educating federal managers and employees about managing diversity.
Panel addresses several questions: How does one define diversity? How does diversity management differ
from EEO and affirmative action initiatives? Can and should diversity be managed? What are the challenges
associated with effective diversity management? Symposium showcases four federal agencies with notable
diversity initiatives, and diversity experts from each discuss failures and successes.
Cox, Taylor Jr. Cultural Diversity in Organizations: Theory, Research, and Practice. San Francisco, CA:
Berrett-Koehler Publishers Inc., 1993.
By examining theoretical research and the actual practice of human resource professionals within
organizations, the book provides a model that divides diversity into three levels (the individual, the group
and the organization).
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Fernandez, John P. Managing the Diverse Workforce: Regaining the Competitive Edge. New York, NY:
Lexington Books, 1991.
Based on a survey of over fifty thousand managers and employees, this book reports on the major
demographic shifts in the American workforce and the issues and implications of this diversity. Addresses
issues faced by female workers and workers of American Indian, Asian, African and Hispanic decent.
Assumes a broad scope of diversity, including age and sexual preference. Advises the individual on how to
manage a diverse group of employees.
Filipzak, Bob. "Twenty-five Years of Diversity at United Parcel Service". Training, August 1992.
Tracks the transition and historical events surrounding United Parcel Services' diversity effort. The article
focuses on the company's historic anniversary and the numerous programs in place, such as the Community
Internship Program and other community outreach and in-house diversity efforts.
Hall, Douglas T. and Victoria A. Parker. "The Role of Workplace Flexibility in Managing Diversity",
Organizational Dynamics, Summer 1993.
Examines the role workplace flexibility can play in managing diversity. Included is Coming's solution to the
overwhelming turnover rate of women at the company; also included is an explanation of how diversity,
when addressed from the standpoint of flexibility as a corporate goal, will result in lower absenteeism,
improved productivity and increased levels of morale.
lbarra, Herminia. "Personal Networks of Women and Minorities in Management: A Conceptual
Framework." Academy of Management Review, Vol. 18, No. 1, 1993.
The central thesis of this article is that the organizational context in which networks are set produces unique
constraints on women and racial minorities, causing their networks to differ from their white male
counterparts in terms of composition and the nature of their relationships with network members. The article
also provides a theoretical perspective that views minorities and women as active agents who make strategic
choices among structurally limited alternatives.
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Jackson, Bailey., et al. "Introduction: Diversity, An Old Issue With a New Face." Human Resource
Management, Spring & Summer 1992.
Introduces the evolving issue of diversity as a preface to the work that Bailey Jackson of the University of
Massachusetts has done on developing four basic principles of a multi-cultural organization. This is
followed by two case examples in Baxter Healthcare Corporations and Mazda.
Jackson, Susan E. and Associates. Diversity in the Workplace: Human Resources Initiatives. New York, NY: The
Guilford Press, 1992.
This book is the second volume in the Professional Practice Series sponsored by the Society for Industrial
and Organizational Psychology. It identifies the challenges of workplace diversity and positions the trend as
a strategic imperative. The authors acknowledge that organizations should and do address diversity in wide
variety of ways. The book provides examples of diversity efforts at a number of companies. The authors
examine the ways in which diversity affects human resources management and provides guidance for
approaching diversity.
Jamieson, David and Julie O'Mara. Managing Workforce 2000: Gaining the Diversity Advantage. San Francisco,
CA: Jossey Bass, 1991.
This book, which is appropriate for managers, includes discussion of: (1) the challenges that diversity
produces, (2) a broad view of diversity beyond minorities and women, (3) flexible management strategies,
(4) management development and organizational change, and (5) an annotated listing of programs,
consultants and organizations that provide resources for organizational change.
Kossek, Ellen Ernst, and Susan C. Zonia. "Assessing Diversity Climate: A Field Study of Reactions to
Employer Efforts to Promote Diversity". Journal of Organizational Behavior, Vol. 14, 61-81 (1993).
Based on intergroup theory, this study investigated the attitudes and beliefs about an organization's diversity
climate held by faculty at a large university. Compared to white men, white women and ra6)ethnic
(biologically and/or culturally distinct groups) minorities placed greater value on employer efforts to
promote diversity, and held more favorable attitudes about the qualifications of women and racioethnic
minorities. The greater ratio of women in a unit, regardless of the respondents' gender, racioethnicity or
level, th-1 more favorable diversity activities were viewed. Implications for organizations and future
research are offered.
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Loden, Marilyn and Judy B. Rosener. Workforce America! New York, NY: Business One Irwin,
1991.
Describes how to foster teamwork and cooperation among diverse populations within the work environment
by providing strategic measures that dismantle the present applications used in organizations. They also
include company initiatives for benchmarking purposes.
Marmer-Solomon, Charlene. "The Corporate Response to Work Force Diversity". Personnel Journal,
August 1989.
The article addresses the changing nature of the workplace and positions the need to embrace differences as
a business imperative. It describes programs, (including their rationale and impact) that have been developed
at a number of large corporations. Among the companies presented are: Xerox, Hewlett Packard,
McDonald's, Procter & Gamble, and Avon Products, Inc.
McKay, Emily Gantz. "Diversity), in the Workplace: Barriers and Opportunities From An Hispanic Perspective.
A Summary Analysis and a Chartbook of Statistics," Washington, D.C.: National Council of La Raza, 1991.
Indicates that the Hispanic population is expected to become the nation's largest minority by the turn of the
century. Discusses how lack of cultural awareness adversely affects recruitment and retention of Hispanic
employees. Includes statistics on workforce participation, occupation, and education, presented in graphs and
charts.
Shadovitz, David. "Special Report: Benchmarking HR: Work Force Diversity". Human Resource
Executive, June 1992.
Focuses on Gannett's successful Partners in Progress Program, TRW's module for measuring organizational
diversity, Avon's exemplary "Diversity Awareness Training," US West's "Promoting Pluralism" program and
Apple Computer's Multicultural Diversity Initiative. The results of these measures have included the increase
of women and people of color in the organizations.
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Thiederman, Sondra, Ph.D. Bridging Cultural Barriers for Corporate Success: How to Manage the
Multicultural Workforce. New York, NY: Lexington Books, 1992.
Provides insight and guidance for managing and understanding a culturally diverse work force. In particular,
it focuses most on Asians and Hispanics, the largest immigrant populations found in the United States today.
Its intended audience is managers, human resource professionals and individuals who are seeking to affect
the workplace through their own personal growth. The book examines the impact of culture on the
workplace, effective communication, values and etiquette. It also provides strategies for understanding and
changing employee behavior and discusses cross-cultural management training.
Thiederman, Sondra, Ph.D. Profiling in America's Multicultural Marketplace: How to Do Business Across
Cultural Lines. New York, NY: Lexington Books, 1991.
Aims to enhance individual understanding of cultural diversity and heighten sensitivity to a diverse
workplace. The book provides techniques to break stereotypes and improve communication among workers.
This book duplicates much of the information found in Bridging Cultural Barriers for Corporate Success: How
to Manage the Multicultural Workforce.
Thomas Jr., R. Roosevelt. Beyond Race and Gender: Unleashing the Power of Your Total Workforce. AMACOM,
New York. 1991
States that diversity in the workplace creates a competitive edge, It also discusses diversity as a managerial
process that works for all levels of an organization, challenging the assimilation approach by suggesting the
creation of an empowering, employee-valuing work environment.
Thomas Jr., R. Roosevelt, "From Affirmative Action to Affirming Diversity." Harvard Business Review,
March-April 1990.
Makes the case for viewing diversity in the workplace as a compelling business issue. Guidelines to
managing diversity include: clarifying motivation and vision, auditing corporate culture, and modifying
assumptions and systems. Highlights diversity efforts at five Fortune 500 companies that pushed beyond
affirmative action hiring practices to address premature plateauing of minorities and women.
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Winterle, Mary J. Workforce Diversity: Corporate Challenges, Corporate Responses. The Conference
Board, Report Number 1013. New York, NY: 1992.
Provides an overview of the different reasons for implementing diversity initiatives, and the essential
elements involved in the implementation. Included are an assessment of human resource policies as diversity
initiatives, and an explanation of how to measure diversity performance. Also included are exemplary
programs from such companies as IBM, Hughes Aircraft, etc.
Flexible Work Arrangements
Christensen, Kathleen. Flexible Staffing and Scheduling in U.S. Corporations. The Conference Board, New
York: 1989.
Drawing from 502 responses to a 1988 survey mailed to the largest U.S. companies, monograph reports on
the prevalence of six kinds of scheduling arrangements. Christensen outlines the characteristics of the
"flexible employee," and human resource executives' satisfaction with alternative work schedules. She
concludes that "flexible scheduling helps a firm to recruit and retain high quality workers, enhance its
corporate image, and meet the work-family needs of employees."
Flexible Work Arrangements: Establishing Options for Managers and Professionals. Catalyst, New York: 1989.
This award-winning guide includes employee and company profiles. It provides practical steps for
establishing three flexible work options: part-time work, job sharing and telecommuting. The report suggests
guidelines for negotiating salary, benefits and schedules; measuring performance and success of
arrangement; determining impact on career goals-, and addressing organizational concerns.
Flexible Work Arrangements IL Succeeding with Part-Time Options. Catalyst, New York: 1993.
Findings of the first longitudinal study of flexible work arrangements and their effect on employees' career
growth are presented here. the report discusses adaptation of long-term arrangements to suit changing needs
and strategies for success. This research demonstrates the benefits of flexible work arrangements to
employers and employees.
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Hooks, Karen L. Alternative Work Schedules and the Woman CPA. American Woman's Society of
Certified Public Accountants, Chicago: 1989.
Examines the use, perception, and career impact of flexible work arrangements on women in one field. She
draws on results of a survey of AWSCPA members, and quotes women's experiences in firms nationwide.
The report describes the effects of flexible work arrangements on salary, outlines reasons people choose to
use flexible work arrangements, and includes graphs and charts of survey results.
Mattis, Mary C. Flexible Work Arrangements for Managers and Professionals: Findings From a Catalyst Study.
New York:. Catalyst, 1990.
Analysis of the background and broad research results of a study of flexible work arrangements at the
managerial and professional levels. Includes profiles of 50 companies, employee profiles, and research
conclusions.
Mattis, Man, C. "New Forms of Flexible Work Arrangements for Managers and Professionals: Myths and
Realities." Human Resource Planning, Vol. 13 No. 2, 1990.
Dispels some of the common myths that employers and employees may have about the reasons flexible work
arrangements are established, the types of arrangements that are appropriate in various industries, and the
success of these arrangements.
Olmsted, Barney and Suzanne Smith. Creating a Flexible Workplace. How to Select and Manage Alternative
Work Options. New York: AMACOM, 1989.
Written by co-founders of the San Francisco based organization, New Ways to Work, Each chapter of this
book is devoted to one of eight different kinds of flexible work arrangements. The authors consider viability,
pros and cons, and ways to introduce each arrangement. Included are questionnaires, sample schedules, and
program design worksheets. Company profiles outline implementation process and impact to date of adopted
flexible work arrangements.
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0HQWRULQJ
&DVH 6WXGLHV ,QFOXVLYH 0HQWRULQJ Workforce Strategies: A Supplement to BNA 's Employee Relations Weekly. $SULO
 9RO  1R 
'RZ -RQHV 4XDGV SURJUDP LV DQ DOWHUQDWLYH WR WKH RQHWRRQH PHQWRULQJ SURJUDP DW PDQ\ FRPSDQLHV 7KLV DUWLFOH
KLJKOLJKWV WKH VSHFLILFV RI WKH TXDGV SURJUDP 7KH SURJUDP ZDV GHVLJQHG VSHFLILFDOO\ IRU ZRPHQ DQG SHRSOH RI FRORU WR
DOORZ WKHP DFFHVV WR RWKHU DUHDV RI WKH FRPSDQ\ ZLWK FDUHHU WUDFNLQJ RSSRUWXQLWLHV DQG WR SURYLGH WKHP ZLWK LQIRUPDWLRQ
WKDW ZLOO OHDG WR DGYDQFHPHQW 7KH DUWLFOH DOVR IRFXVHV RQ &ROJDWH3DOPROLYH
V ,QFOXVLYH 0HQWRULQJ 3URJUDP DQRWKHU
H[HPSODU\ SURJUDP WKDW DOVR LQFOXGHG GLYHUVLW\ LQLWLDWLYHV
*DVNLOO /X$QQ 5LFNHWWV 6DPH6H[ DQG &URVV6H[ 0HQWRULQJ RI )HPDOH 3URWHJHV $ &RPSDUDWLYH $QDO\VLV
The Career Development Quarterly, Vol.  6HSWHPEHU 
$IWHU D EULHI UHYLHZ RI WKH OLWHUDWXUH VRPH RI ZKLFK VXJJHVWV WKDW QRW KDYLQJ D PHQWRU LV D EDUULHU WR WKH SURIHVVLRQDO
GHYHORSPHQW RI ZRPHQ DUWLFOH GHVFULEHV VWXG\ RI PHQWRULQJ UHODWLRQVKLSV LQ WKH UHWDLO VHFWRU /RRNV DW VLPLODULWLHV DQG
GLIIHUHQFHV LQ WKH FKDUDFWHULVWLFV IXQFWLRQV EHQHILWV DQG SUREOHPV RI PHQWRULQJ VDPH VH[ DQG FURVV VH[ IHPDOH SURWJ	V
6WXG\ XQFRYHUHG RYHUULGLQJ VLPLODULWLHV EHWZHHQ WKH WZR DQG VXJJHVWV WKDW ZRPHQ EH HQFRXUDJHG WR HVWDEOLVK PHQWRULQJ
UHODWLRQVKLSV ZLWK OLWWOH RU QR UHJDUG IRU VH[ RI PHQWRU
(YDQV 6\ELO 6SRWOLJKW 0HQWRULQJ DQG 'LYHUVLW\$ :LQQLQJ &RPELQDWLRQ Cultural Diversity at Work, 0D\ 
7KH P\WKV DQG UHDOLWLHV RI PHQWRULQJ SURJUDPV DUH H[DPLQHG DQG WKH DXWKRU H[SODLQV KRZ PHQWRULQJ DQG GLYHUVLW\ DUH
LQWHUUHODWHG DQG FDQ FUHDWH SURGXFWLYH GLDORJXHV 6KH RXWOLQHV ILYH NH\V WR LPSOHPHQWLQJ D PHQWRULQJ SURJUDP
&DWDO\VW   
-HZHOO 6DQGUD ( 0HQWRUV IRU :RPHQ &DUHHU 1HFHVVLW\ RU +\SH" Mentoring International, 6XPPHU 
&DUHHU 3ODQQLQJ DQG $GXOW 'HYHORSPHQW -RXUQDO 6XPPHU 
$XWKRU LQWHUYLHZHG  :RPHQ KROGLQJ WRS OHYHO FLYLO VHUYLFH UDWLQJV LQ D ODUJH IHGHUDO SXEOLF KHDOWK DJHQF\ DERXW
PHQWRULQJ 0RVW RI WKH ZRPHQ KHOG 0'V RU 3K'V 7KRVH ZRPHQ ZLWK PHQWRUV EHOLHYHG WKH H[SHULHQFH KDG it
VLJQLILFDQWO\ DIIHFWHG WKHLU FDUHHU :RPHQ ZLWKRXW PHQWRUV EHOLHYHG WKH\ ZHUH PRUH LVRODWHG DQG YXOQHUDEOH DW FUXFLDO
WLPHV $XWKRU VXJJHVWV WKDW ZRPHQ ZHUH KDSSLHU RQ WKH MRE ZKHQ WKHLU IHHOLQJV RI LVRODWLRQ DQG SRZHUOHVVQHVV DUH
OHVVHQHG DQG WKDW ZDV RIWHQ WKH PDLQ FRQWULEXWLRQ DQG PRVW OLQJHULQJ HIIHFW RI PHQWRUV
.DOEIOHLVFK 3DPHOD - 0LQRULWLHV DQG 0HQWRULQJ 0DQDJLQJ WKH 0XOWLFXOWXUDO ,QVWLWXWLRQ Communication Education,
Vol. 40, -XO\ 
6WXG\ ZDV XQGHUWDNHQ WR DVVHVV WKH LQIOXHQFH RI FXOWXUDO VLPLODULW\ LQ WKH PHQWRULQJ VHOHFWLRQ SURFHVV 5HVXOWV LQGLFDWHG
WKDW UDFH LV WKH VWURQJHVW SUHGLFWRU RI SDLULQJV LQ PHQWRULQJ UHODWLRQVKLSV $XWKRU QRWHV WKDW ZLWK IHZHU SHRSOH RI FRORU LQ
SRVLWLRQV RI RUJDQL]DWLRQDO SRZHU WKH VWXG\ SUHVHQWV DQ XQVHWWOLQJ SLFWXUH RI DVSLULQJ WDOHQWHG EODFN PHPEHUV RI DQ
LQVWLWXWLRQ EHLQJ OHIW RXW RI EHQHILFLDO DQG UHZDUGLQJ PHQWRULQJ UHODWLRQVKLSV
.UDP .DWK\ ( Mentoring at Work Developmental Relationships in Organizational Life. /DQKDP 0' 8QLYHUVLW\
3UHVV RI $PHULFD 
$XWKRU
V LQWHQW LV WR SUHVHQW DQ LQWULFDWH DQG UHDOLVWLF YLHZ RI PHQWRULQJ WR GHOLQHDWH LWV SRWHQWLDO EHQHILWV DQG OLPLWDWLRQV
DQG WR LOOXVWUDWH WKH YDULRXV IRUPV RI GHYHORSPHQWDO UHODWLRQVKLSV WKDW FDQ H[LVW LQ ZRUN VHWWLQJV 'LVFXVVHV PHQWRULQJ
IXQFWLRQV LQFOXGLQJ VSRQVRUVKLS FRDFKLQJ SURWHFWLRQ DQG UROH PRGHOLQJ 7UDFHV WKH SKDVHV RI D PHQWRU UHODWLRQVKLS
LQFOXGLQJ LQLWLDWLRQ FXOWLYDWLRQ VHSDUDWLRQ DQG UHGHILQLWLRQ
&DWDO\VW   
0F&RUPLFN 7KHUHVD DQG 3DWULFLD 7LWXV 0HQWRULQJ *LYLQJ 0LQRULW\ :RPHQ 7RROV )RU
$GYDQFHPHQW Mentoring International, Vol. 4, 1R  6SULQJ 
$UJXHV WKDW PHQWRULQJ SURJUDPV DUH D FKLHI PHDQV WR UHWDLQLQJ ZRPHQ RI FRORU IDFXOW\ RQ 86 FDPSXVHV 2XWOLQHV WKH
NH\ SLWIDOOV RI PHQWRULQJ DQG WKH SULQFLSOHV RI D VXFFHVVIXO PHQWRULQJ SURJUDP &DOOV IRU D IRUPDO SURJUDP ZLWK DQ H[SOLFLW
SROLF\ WKDW UHFHLYHV VXSSRUW IURP WKH KLJKHVW RIILFLDOV 6XJJHVWV WKDW SURJUDPV VKRXOG EH VXSSRUWHG E\ LQIRUPDO QHWZRUNV
DQG YDULHG FDPSXV UHVRXUFHV DQG WKDW WKHUH VKRXOG EH UHZDUGV IRU PHQWRUV
Mentoring: A Guide to Corporate Programs and Practices. 1HZ <RUN &DWDO\VW 
6XJJHVWV WKDW PHQWRULQJ SURJUDPV DUH D ZD\ WR DGGUHVV KXPDQ UHVRXUFHV FKDOOHQJHV DLG LQ UHFUXLWPHQW DQG UHWHQWLRQ KHOS
ZLWK VXFFHVVLRQ SODQQLQJ DQG IRVWHU FXOWXUDO FKDQJH ,QGLFDWHV WKDW WKH NH\ FRPSRQHQWV RI D SURJUDP VKRXOG OLQN WKH
PHQWRULQJ LQLWLDWLYH WR WKH EXVLQHVV VWUDWHJ\ RI WKH RUJDQL]DWLRQ UHFHLYH WRS PDQDJHPHQW VXSSRUW DQG EH WKH UHVXOW RI
FRPSUHKHQVLYH SODQQLQJ 3URYLGHV JXLGHOLQHV WR FRUSRUDWLRQV IRU EXLOGLQJ D PHQWRULQJ SURJUDP DQG ORRNV DW VXFK
SURJUDPV DW WHQ WRS FRUSRUDWLRQV
5DJLQV %HOOH 5RVH DQG -RKQ / &RWWRQ (DVLHU 6DLG 7KDQ 'RQH *HQGHU 'LIIHUHQFHV LQ 3HUFHLYHG %DUULHUV 7R
*DLQLQJ $ 0HQWRU Academy of Management Journal, Vol. 34, No. 4, 
6WXG\ H[DPLQHV IDFWRUV UHODWHG WR HVWDEOLVKPHQW RI PHQWRULQJ UHODWLRQVKLSV :RPHQ SHUFHLYHG JUHDWHU EDUULHUV WKDQ PHQ
LQFOXGLQJ IHDU WKDW LQWHUHVW LQ PHQWRULQJ ZRXOG EH PLVFRQVWUXHG DV D VH[XDO DGYDQFH DQG SHUVLVWHQFH RI WUDGLWLRQDO JHQGHU
UROHV ZKLFK HQFRXUDJH PHQ WR EH DJJUHVVLYH ZRPHQ SDVVLYH LQ VRFLDO VLWXDWLRQV 2WKHU IDFWRUV LQ DFTXLULQJ D PHQWRU
LQFOXGH RUJDQL]DWLRQDO UDQN DJH DQG OHQJWK RI HPSOR\PHQW ([SHULHQFHG SURWJ	V SHUFHLYHG IHZHU EDUULHUV WR DFTXLULQJ D
QHZ PHQWRU WKDQ WKRVH ZLWK QR H[SHULHQFH
6FDQGXUD 7HUUL $ 0HQWRUVKLS DQG &DUHHU 0RELOLW\ $Q (PSLULFDO ,QYHVWLJDWLRQ Journal of Organizational
Behavior, Vol.  
%ULHIO\ UHYLHZV OLWHUDWXUH RQ PHQWRULQJ &XUUHQW VWXG\ VXSSRUWV FRQWHQWLRQ WKDW PHQWRULQJ KDV SRVLWLYH HIIHFW RQ FDUHHUV RI
SURWJV DV LQGLFDWHG E\ SHUIRUPDQFH UDWLQJV VDODU\ DQG SURPRWLRQV
&DWDO\VW   
7KRPDV 'DYLG $ 0HQWRULQJ DQG ,UUDWLRQDOLW\ 7KH 5ROH RI 5DFLDO 7DERRV Human Resource
Management, Vol.  1R  6XPPHU 
$UJXHV WKDW UDFH UHODWLRQV DUH HPEHGGHG LQ WDERRV WKDW ERWK KLJKOLJKW DQG VXSSUHVV WKH OLQNV EHWZHHQ UDFH DQG VH[
3DSHU H[DPLQHV KRZ WKH WDERRV DUH H[SHULHQFHG DQG H[SORUHV WKH OLQNV EHWZHHQ WKHVH H[SHULHQFHV DQG WKH SURFHVV RI
PHQWRULQJ 0DLQWDLQV WKDW FRQWHPSRUDU\ FRUSRUDWH UHODWLRQVKLSV UHSURGXFH IHHOLQJV URRWHG LQ KLVWRU\ RI VODYHU\ 8UJHV
GHYHORSLQJ D VRFLDO WHFKQRORJ\ WKDW ZLOO KHOS EODFNV DQG ZKLWHV PRUH GLUHFWO\ FRQIURQW KLVWRU\ DQG SUHVHQW
:DVVHUPDQ ,OHQH & )UHGHULFN $ 0LOOHU DQG 0DUWKD 1 -RKQVRQ 'LYHUVLW\ 6NLOOV LQ $FWLRQ &URVV &XOWXUDO
0HQWRULQJ Managing Diversity, -DQXDU\ 
([DPLQHV KRZ FURVV FXOWXUDO PHQWRULQJ LV WLJKWO\ FRQQHFWHG WR KRZ PHQWRUV ZRXOG UHODWH WR GLYHUVH VHJPHQWV DQG
H[DPLQHV KRZ WKH VNLOOV DUH WR EH OLQNHG WR VXFFHVVIXOO\ EXLOG D PHQWRU UHODWLRQVKLS 7KH DUWLFOH LOOXVWUDWHV KRZ PHQWRUV FDQ
DGDSW WKHLU GLYHUVLW\ VNLOOV WR FUHDWH D FRKHVLYH PHQWRU H[SHULHQFH LQ D FURVVFXOWXUDO UHODWLRQVKLS
5HFUXLWPHQW
)DUU &KHU\O %XLOGLQJ DQG 6XSSRUWLQJ D 0XOWLFXOWXUDO :RUNIRUFH 3XEOLF Management, )HEUXDU\  SS

&DOLIRUQLD LV UHSRUWHGO\ RQH RI WKH PRVW GLYHUVH VWDWHV ZLWKLQ WKH 86 7KLV DUWLFOH IRFXVHV RQ WKH UHFUXLWPHQW HIIRUWV
XQGHUWDNHQ E\ FLW\ DQG FRXQW\ PDQDJHUV LQ 6DQWD $QD DQG 3DVDGHQD ,W LQFOXGHV VWUDWHJLF HIIRUWV DQG H[SODLQV KRZ
PDODJHUV DWWHPSW WR WDS LQWR D GLYHUVH DSSOLFDQW SRRO WR UHFUXLW D GLYHUVH ZRUN IRUFH WKDW PLUURUV LWV FRPPXQLW\ 6WUDWHJLHV
PHQWLRQHG LQFOXGH MRE SRVWLQJ DQG OLQNDJHV WR ORFDO RUJDQL]DWLRQV
6FRWW 0DUYLQ : )DFXOW\ 'LYHUVLW\$ &UXFLDO /LQN WR WKH 6XFFHVVIXO 5HFUXLWPHQW DQG 5HWHQWLRQ RI 0LQRULW\
6WXGHQWV -23(5' 0DUFK 
$GGUHVVHV WKH GLYHUVLILFDWLRQ RI FROOHJH FDPSXVHV ZLWK WKH LQIOX[ RI PLQRULW\ VWXGHQWV ,W DOVR H[DPLQHV KRZ WKH
VLJQLILFDQFH RI D GLYHUVH IDFXOW\ FDQ DIIHFW WKH FROOHJH UHFUXLWPHQW DQG UHWHQWLRQ RI PLQRULW\ VWXGHQWV
&DWDO\VW   
9HWWHU %HWW\ 0 Recruiting and Retaining a Diverse, Quality, Technical Workforce. &RPPLVVLRQ RQ 3URIHVVLRQDOV LQ
6FLHQFH DQG 7HFKQRORJ\ Occasional Paper 91-1. :DVKLQJWRQ '& 0D\ 1991.
5HFRPPHQGV ZD\V WR UHGXFH WKH KLJK OHYHOV RI WXUQRYHU DQG UHWHQWLRQ ZLWKLQ RUJDQL]DWLRQV DQG KRZ HPSOR\HUV FDQ UHWDLQ
GLYHUVH WDOHQW ZLWKLQ WKHLU RUJDQL]DWLRQV ,QFOXGHG DUH FDVH VWXGLHV RI RUJDQL]DWLRQV DQG H[SODQDWLRQV RI KRZ HGXFDWLRQDO
IDFLOLWLHV KDYH DGGUHVVHG UHFUXLWPHQW RI SHRSOH RI FRORU ZLWKLQ VWXGHQW DQG HPSOR\HH SRSXODWLRQV
5HWHQWLRQ
0DUVKDOO 1DQF\ / The Bottom Line: Impact of Employer Child Care Subsidies. :HOOHVOH\ &HQWHU IRU 5HVHDUFK RQ
:RPHQ 1991.
2I  0DVVDFKXVHWWV FRPSDQLHV RIIHULQJ FKLOG FDUH VXEVLGLHV WR HPSOR\HHV  UHVSRQGHG WR D  &5: VXUYH\ 5HVXOWV
DUH GLVFXVVHG KHUH LQFOXGLQJ HIIHFW RI VXEVLGLHV RQ FRPSDQ\ WXUQRYHU UHWHQWLRQ DEVHQWHHLVP PRUDOH UHFUXLWPHQW DQG
SXEOLF LPDJH
0LOOHU -DQH *LDFREEH DQG .HQQHWK * :KHHOHU 8QUDYHOLQJ WKH 0\VWHULHV RI *HQGHU 'LIIHUHQFHV LQ ,QWHQWLRQV
WR /HDYH WKH 2UJDQL]DWLRQ Journal of Organizational Behavior, Vol. 13, 1992.
5HSRUWV WKH UHVXOWV RI D VWXG\ RI WKH LQWHQWLRQV RI PDOH DQG IHPDOH H[HFXWLYHV PDQDJHUV DQG SURIHVVLRQDOV WR OHDYH WKHLU
RUJDQL]DWLRQV $XWKRUV FRQFOXGH WKDW FRPSDQLHV PLJKW LPSURYH WKHLU UHWHQWLRQ UDWHV RI IHPDOH PDQDJHUV WKURXJK MRE
HQULFKPHQW DQG E\ HQKDQFLQJ ZRPHQ
V DGYDQFHPHQW RSSRUWXQLWLHV
6H[XDO +DUDVVPHQW
&DVWUR /DXUD / 0RUH )LUPV 
*HQGHU 7UDLQ
 WR %ULGJH WKH &KDVPV 7KDW 6WLOO 'LYLGH WKH 6H[HV The Wall Street
Journal, -DQXDU\ 2, 1992.
'LVFXVVHV WKH XVH RI JHQGHU DZDUHQHVV VHPLQDUV DW VHYHUDO FRPSDQLHV DQG H[SODLQV KRZ WKH\ KDYH DIIHFWHG UHWHQWLRQ UDWHV
RI IHPDOH HPSOR\HHV
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Clark, Charles S. "Sexual Harassment: Men and Women in Workplace Power Struggles." CQ
Researcher, Vol. 1, No. 13, (August 9, 1991), pp.537-559.
Outlines the historical background and chronology of important legal and federal events pertaining to sexual
harassment. He details specific court cases and names the top five monetary awards resulting from sexual
harassment lawsuits.
Frierson, James G. "Sexual Harassment in the Workplace: Costly in Production, Absenteeism,
Turnover." Preventive Law Reporter, June 1989: pp.3-9.
Discusses the legal aspects of sexual harassment, outlines components of an effective investigation of a
sexual harassment complaint, and suggests steps companies can take to guard against sexual harassment in
the workplace. Included are sample policy and complaint forms.
"Preventing Sexual Harassment." Perspective, Catalyst, February 1992.
Argues that companies must go beyond establishing a sexual harassment policy to eradicate sexual
harassment in the workplace. Additional steps to be taken are provided. One company's practice and payoffs
re profiled.
Sandler, Bernice R. "Sexual Harassment: A New Issue for Institutions." Initiatives, Vol. 52, No. 4,
Winter 1990.
Studies at several universities suggest that anywhere from 20% to 49% of female faculty members have
experienced some form of sexual harassment on campus. Article notes that many institutions lack formal or
informal channels through which complaints can be raised. Provides a list of things institutions can do
including: developing policies prohibiting sexual harassment, and developing a code of conduct for faculty
and staff.
Sexual Harassment Manual for Managers and Supervisors. Commerce Clearing House, Inc., Chicago: 1991.
Defines sexual harassment and the ways it violates employment discrimination laws. It cites examples of
sexual harassment for which the employer is held liable. Lists steps companies must take to reduce liability
are listed, and guidelines for conducting a sexual harassment investigation are offered. Included are
examples of sexual harassment policy.
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Sexual Harassment. Research and Resources. The National Council for Research on Women, New
York: 1991.
Current research on sexual harassment is synthesized here (women, for instance, are nine times more likely
than men to quit a job because of sexual harassment, five times more likely to transfer and three times more
likely to lose a job). The report outlines legal and scholarly definitions of sexual harassment; extent of
problem; typical behavior of the harassed and; guidelines for effective policy. It includes lists of
researchers/expert witnesses' and organizations involved in advocacy work.
Succession Planning
Buttimer, James W. and Jane A. Fisher. "The Importance of Comprehensive Management
Development." Human Resources Professional, May/June 1989.
Examines "the growing management development phenomenon," and the impact of training, career
development, and succession planning on a company's long term performance. The authors evaluate the
relative effectiveness of internal and external training.
How the Accounting Profession is Addressing Upward Mobility), of Women and Family Issues In the Workplace
AICPA, Academic and Career Development Division, New York, N-Y: 1991.
Focuses on the measures and policies at the American Institute if Certified Public Accountants (AICPA) that
address advancement issues for women, including work and family issues. Included are programs
implemented to assist in women's career advancement in the profession, such as a focus on mentoring and
other support efforts.
McElwain, James E. "Succession Plans Designed To Manage Change." HR Magazine, February 1991.
An executive discusses one company's efforts to systematically develop "the best people" and identify future
leaders. The outlines the elements of three development programs.
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Suffer, Suzanne. "Building Succession Planning That Works," in Developing Tomorrow's Managers,
edited by James L. Peters and Barbara H. Peters. New York: Conference Board, 1991.
Arguing the need for "crystal-clear strategy" in succession planning, an executive outlines steps taken at her company
that led to "a dramatic change in performance ratings."
The Subcommittee on Retention of the Committee to Enhance Professional Opportunities for Minorities.
"Report on the Retention of Minority Lawyers in the Profession." The Record, May 1992, pp.355-378.
Proceedings from the subcommittee meetings on the goals of implementation to increase the hiring, retention and
promotion of people of color into New York law firms are presented here. This report includes the findings of a
survey completed by the subcommittee to identify the factors that stagnate minorities' development and advancement
in law firms.
Upward Mobility Issues
A Question of Equity: Women and the Glass Ceiling in the Federal Government U.S.
Merit Systems Protection Board. Washington D.C.: October 1992.
Confirms the existence of a "glass ceiling" for women in federal government. Research found that women are
promoted at a lower rate than men from entry to senior level. If current trends continue, by 2017 women will still
represent less than one-third of senior executive positions, but over 40% of the administrative sector. In addition, the
report suggests that there are often perceived ideas that women are less committed to their jobs than men due to
family responsibilities. Stereotypes are cited as barriers to advancement of minority women, "casting doubts on their
competence.
Adler, Roy D., and Rebecca M.J. Yates. Shattering the Glass Ceiling Myth to Attract Woman MBAs. Pepperdine
University, Malibu, CA and University of Dayton, Dayton, OH. Unpublished paper, 1993.
The authors find that there is a glass ceiling for men as well as women, and that women are able to enter top
management at a rate faster and in larger numbers than their similarly-prepared male counterparts. The paper also
outlines implications for marketing MBA programs.
$IULFD 0DUWKD )D\ 'DUZLQ
V 'DXJKWHUV +LW WKH *ODVV &HLOLQJ Law Practice Management, 6HSWHPEHU

)LQGV WKDW ZRPHQ HQWHU SULYDWH ODZ SUDFWLFH DW WKH VDPH UDWH DV PHQ EXW ZLWKLQ ILYH \HDUV KDOI RI WKHVH ZRPHQ KDYH OHIW
5HIHUUHG WR DV 'DUZLQ
V 'DXJKWHUV ZRPHQ LW LV VXJJHVWHG OHDYH LQ SURWHVW RI WKH ORZ YDOXH WKHLU ILUPV SODFH RQ WKH GXDO
UROH RI ODZ\HU DQG SDUHQW LQ DGGLWLRQ WR RWKHU JODVV FHLOLQJ LVVXHV 7KH DXWKRU GHILQHV DQG H[SODLQV KRZ WR UHFRJQL]H WKH
JODVV FHLOLQJ DQG RIIHUV VROXWLRQV
$XVWHU (OOHQ 5 %HKLQG &ORVHG 'RRUV 6H[ %LDV DW 3URIHVVLRQDO DQG 0DQDJHULDO /HYHOV Employee
Responsibilities and Rights Journal, 9RO , 1R  
([SORUHV VRXUFHV RI VH[ ELDV LQ 86 FRPSDQLHV
 LQIRUPDO FXOWXUH VHOHFWLRQ DQG UHFUXLWPHQW WDVN DVVLJQPHQW SHUIRUPDQFH
HYDOXDWLRQ SURPRWLRQ DQG VDODU\ $FWLRQ VWHSV WR KHOS UHGXFH VH[ ELDV LQ HDFK RI WKHVH DUHDV DUH SURYLGHG
%XOODUG $QJHOD 0 DQG '2 6 :ULJKW &LUFXPYHQWLQJ WKH *ODVV &HLOLQJ :RPHQ ([HFXWLYHV LQ $PHULFDQ 6WDWH
*RYHUQPHQWV 3XEOLF Administration Review, Vol.  1R  0D\-XQH 
$XWKRUV XVH GDWD IURP  DQG  VXUYH\V E\ WKH $PHULFDQ 6WDWH $GPLQLVWUDWLRQ 3URMHFW WR H[DPLQH JHQGHU SDWWHUQV
DW WRS OHYHOV RI DGPLQLVWUDWLRQ LQ DOO  86 VWDWHV :RPHQ LQ KROGLQJ DERXW  RI WKH DJHQF\ GLUHFWRU SRVLWLRQV DUH
EHWWHU UHSUHVHQWHG KHUH WKDQ LQ HLWKHU WKH SULYDWH VHFWRU RU LQ IHGHUDO VHUYLFH :RPHQ WHQG WR EH FOXVWHUHG KRZHYHU LQ
W\SLFDOO\ IHPDOH DJHQFLHV DJLQJ OLEUDU\ SHUVRQQHO DQG VRFLDO VHUYLFHV 6XJJHVWV WKDW ZRPHQ DUH PRUH VXFFHVVIXO LQ
FLUFXPYHQWLQJ LI QRW EUHDNLQJ WKH JODVV FHLOLQJ LQ QHZ DJHQFLHV IRU DUWV FRPPXQLW\ DIIDLUV KXPDQ UHVRXUFHV DQG
FRQVXPHU SURWHFWLRQ
&RUSRUDWH :RPHQ 3URJUHVV" 6XUH %XW WKH 3OD\LQJ )LHOG LV 6WLOO )DU )URP /HYHO Business Week, -XQH  
'LVFXVVHV UHVXOWV RI VXUYH\ RI  IHPDOH PDQDJHUV LQ ZKLFK  RI WKH UHVSRQGHQWV VHH PDOHGRPLQDWHG FRUSRUDWH
FXOWXUH DV DQ REVWDFOH WR WKHLU VXFFHVV 7KDW ZRPHQ
V SUHVHQFH LQ VHQLRU PDQDJHPHQW KDV QRW FKDQJHG VLJQLILFDQWO\ LQ D
JHQHUDWLRQ LV DWWULEXWHG WR GLVFULPLQDWLRQ $UWLFOH LQFOXGHV SURILOHV RI  7RS :RPHQ LQ %XVLQHVV
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Coursen, David, et al. Two Special Cases: Women and Blacks. Washington, D.C.: ERIC
Clearinghouse, 1989.
Focuses on the distinct barriers that women and African-Americans face in academic institutions. The
authors provide suggestions for eliminating such biases from occurring. They provide an overview of the
progressive aims that have been successfully achieved and the areas that still need major adjustments.
Decade of the Executive Woman 1993. A Joint Study by Korn/Ferry International and UCLA Anderson
Graduate School of Management, 1993.
A "snapshot" of the responses of more than 400 senior female executives to a survey similar to one last done
a decade ago. Current statistics show that the number of women executive vice presidents has risen from 4%
to nearly 9%. But men holding that title still outnumber women by nearly 3 to 1. Salaries have doubled in 10
years, but women still take home only two-thirds of men's income. Survey recommendations include: place
more women on corporate boards, ensure company policies educate everyone about sexual harassment, and
address women's continuing responsibility in the home through flextime and child care.
Erkut, Sumru. What is Good for Women and Minorities is Good for Business:What
Corporations Can Do To Meet the Diversity Challenge. Wellesley, MA: Center for
Research on Women, 1990.
Highlights findings of major studies in the field and outlines dimensions of the diverse work force and the
glass barriers it presents. Recommendations to corporations include: re-examining promotion criteria, giving
high visibility assignments to "nontraditional" employees, and instituting salary equity. Extensive references
included.
Fernandez, John P. Racism and Sexism in Corporate Life: Changing Values in American Business, Lexington,
MA: D.C. Heath and Company, 1981.
Based on a study of managers in 12 companies, book discusses both the barriers to advancement and the
quality of the corporate environment for minorities and women. Research indicates that businesses should
provide training to counteract racism and sexism, for "only by exposing the extent of these two destructive
forces in our society in general, and in the business world specifically, will corporate managers work
together at their highest level of efficiency and effectiveness."
&DWDO\VW   56
Fierman, Jaclyn. "Why Women Still Don't Hit the Top," Fortune, July 30, 1990.
Fortune examined 1990 proxy statements of 799 public companies to discover that of their highest paid
officers and directors, less than one half of 1% were women. Those top 19 women are listed here; the article
also presents anecdotal and statistical information on barriers to advancement in U.S. corporations,
Fisher, Bruce D., Steve Motowidlo, and Steve Werner. "Effects of Gender and Other Factors on Rank of
Law Professors in Colleges of Business: Evidence of a Glass Ceiling." Journal of Business Ethics, 12:
771-778, 1993.
Examines how gender might affect professorial salary and rank. The results indicate that there are significant
pay differences between women and men, but they are attributable to the number of years spent in academe.
After controlling for seniority and other factors that might affect rank, there are still significantly fewer
women in the higher ranks.
Friedler, Mindy. Removing Subtle Barriers. Hildebrandt Report Vol. 7 No. 5. Chicago, IL: September 1993.
Remarks on the hidden barriers to female attorneys advancing in law firms. It discusses why something
needs to be done to change the current situation and suggests how such change might be accomplished
through sensitivity training and a well organized mentoring program. Also stressed is the need for formal
policies regarding criteria for the partnership, parental leave, sexual harassment and flexible work
arrangements.
Graves, Sherryl Browne. "A Case of Double Jeopardy? Black Women in Higher Education," Initiatives, Vol.
53 No. 1, Spring 1990.
Saying that "studies about the state of black faculty in general fail to illuminate the condition of black
women faculty," paper notes that research to date does not consider gender differences and the influence of
multiple group membership. This paper attempts to do so. Universities need to recruit black female faculty
and then include them in power networks. Reiterates long standing (1974) suggestions for nurturance of
junior black faculty, and bemoans the continuing lack of action, ascribing it to racism and sexism.
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Heidrick and Struggles, The Corporate Woman Officer. Chicago, IL: 1986.
Results of a survey of roughly 200 corporate women officers at Fortune 1000 organizations. Provides
statistics on characteristics of respondents including: title, salary, employment experience, educational
attainment, and career and relocation conflicts.
Hymowitz, Carol and Timothy D. Schellhardt. "The Glass Ceiling: Why Women Can't Seem to Break
the Invisible Barrier That Blocks Them From the Top Jobs," The Wall Street Journal, March 24, 1986.
Landmark article drawing attention to the fact that for female managers, "the road to the top seems blocked
by corporate tradition and prejudice." Identifies barriers to women's advancement as the suspicion in
corporations that women lack drive and commitment and are divided between work and family; their
difficulty in finding mentors; and the fact that men at the highest levels of management feel uncomfortable
with women. Article notes that these barriers may account in part for the record number of female
entrepreneurs.
Mattis, Mary C. "Dismantling the Glass Ceiling, Pane by Pane." The Human Resources Professional, Fall
1990.
Suggests that rather than encountering a monolithic glass ceiling, women in corporations come across
barriers at numerous points in their career. Specific barriers are identified (e.g., stereotyping and
preconceptions) and recommendations made for their eradication. These include: providing flexibility,
ensuring women a broad range of experience, and diffusing "old boy" networks.
Morrison, Ann M. The New Leaders. Guidelines on Leadership Diversity in America, San Francisco:
Jossey-Bass, 1992.
Based on research into the experiences of 16 organizations that have been successful in diversifying their
leadership, author highlights the best practices for advancing minorities and women to high level positions.
Challenge, recognition, and support are deemed critical to upward mobility. Accountability, development,
and recruitment practices are discussed.
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Morrison, Ann M. and Mary Ann Von Glinow. "Women and Minorities in Management."
American Psychologist, February 1990.
Reviews literature in the field, noting the paucity of research done on minorities in management. Outlines
tactics used at various corporations to halt "differential treatment." Recommends areas for further research.
Morrison, Ann M., et al. Breaking the Glass Ceiling: Can Women Reach the Top of America's Largest Corporations?,
Reading, MA: Addison-Wesley, 1987.
Based on a three-year study of 76 top female executives in Fortune 100 companies. Seeks to answer five
questions including: What does it take for women to enter the executive suite? What factors propel women
up? What derails them? Identifies major "success factors" (most notably: mentoring). Appendix includes
career development lessons most frequently reported by study subjects, and the key career events that taught
them.
Peagam, Norman. "Progress But Not Partnerships." International Corporate Law, September 1993, pp.
3740.
Discusses the current statistics on minority and female attorneys in private practices. It notes a serious
under-representation of white women and minorities at the partnership level but less of a disparity among
associates. It suggests that minorities have not made as much progress as women have.
On the Line: Women's Career Advancement New York: Catalyst, 1992.
Examines degree to which women gain line experience and its importance to career advancement. Most
significant finding is existence of glass wall between line and staff positions. Concludes that broad
experience in core areas of the business is essential to advancement. Discusses reasons preventing women
from attaining critical development experiences, including corporate culture and values, and perceptions
senior managers have about women. Makes 13 recommendations and highlights strategies used by a dozen
corporations to address problems such as male discomfort with female employees, and lack of systematic
career planning.
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Robinson, Bridgette A. "The Female Executive within the U.S. Postal Service: The Ladder to
Success." Master's Thesis, University of Pennsylvania, 1992.
This master's thesis examines the perceptions of female postal executives in order to identify the factors that
have been influential in their careers. Perceived extrinsic barriers (such as old boy networks and scarcity of
female role models) and intrinsic barriers (such as work/family conflicts) to advancement are discussed, and
recommendations are made for addressing them. A literature review is included.
Rosen, Benson, Mabel Miguel and Ellen Peirce. "Stemming the Exodus of Women Managers." Human
Resource Management, Vol. 28, No. 4, Winter 1989.
The findings of a survey of CEOs and HR managers indicate difficulty in attracting and retaining female
managers and professionals. Problems revolve around organizational politics, career development
opportunities and family conflicts. The paper examines responses to these problems and highlights
differences across industries. Included are recommendations to HR managers for increasing their companies'
abilities to compete for and retain female managers.
Rowe, Mary P. "Barriers to Equality: The Power of Subtle Discrimination to Maintain Unequal
Opportunity," Employee Responsibilities and Rights Journal, Vol. 3 No. 2, 1990.
Argues that "subtle discrimination is the principal scaffolding for segregation in the U.S.," and that such "
microinequities" are "small in nature, but not trivial in effect." Suggests that microinequities contribute to
maintenance of glass ceiling barriers by "walling out the 'different' person, and by making the person of
difference less effective." Urges explicit discussion in management training programs, newsletters, and staff
meetings, and the encouragement of support networks and mentoring programs.
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Shenhav, Yehouda. "Entrance of Blacks and Women into Managerial Positions in Scientific
and Engineering Occupations: A Longitudinal Analysis." Academy of Management Journal, Vol. 35, No. 4, 1992,
889-901.
A longitudinal study of a national sample that examined the effects of gender and race on workers' entrance
into managerial positions in both public and private sectors over four years. The results suggest that black
workers had promotion advantages in both sectors and that women had promotion advantages in the private
sector. The author notes that these promotional advantages do not indicate the absence of a white male
advantage in occupying managerial positions. The discussion also states that the results do not imply that
discrimination does not exist. Also, the results indicate that among black women, white women and black
men, black women have achieved the least.
Marmer-Solomon, Charlene. "Careers Under Glass". Personnel Journal, April 1990.
Provides insight into the causes of the glass ceiling for minorities and women. Includes statistics regarding
minorities and women in the work force, viewpoints of a variety of experts, as well as descriptions of
initiatives at Coming and Honeywell.
Stroh, Linda K., Jeanne M. Brett and Anne H. Reilly. "All The Right Stuff: A Comparison of Female
and Male Managers' Career Progression." Journal of Applied Psychology, October 22, 1991.
In examining the career progression of male and female managers at twenty Fortune 500 corporations, authors
learned that although women's qualifications and career patterns were similar to men's, women's salaries
lagged behind. "The clearest message from this study is that there is nothing more for women to do. They
have done it all and still their salaries lag. It may be time for corporations to take a closer look at their own
behavior." Study's suggestions include: have starting salaries of female employees match those of their male
counterparts with identical qualifications, and institute accountability programs.
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U.S. Department of Labor. Pipelines of Progress: A Status Report on the Glass Ceiling.
Washington, DC: August, 1992.
Diversity awareness is growing in corporate America, according to this report. However, in a DOL poll, 70%
of surveyed female managers believed that the male-dominated corporate culture was an obstacle to their
success. Equal pay for equal work also remains an issue. The report reviews companies tracked by the DOL,
confirming commitment to the glass ceiling initiative as well as reporting areas needing greater attention and
situations that are working.
U.S. Department of Labor. A Report on the Glass Ceiling Initiative Washington, D.C.: 1991.
A synopsis of initiative's efforts including: compliance reviews of nine corporations, evaluation of
independent research, discussions with representatives from business, labor, women's and civil rights
organizations. Among the findings are: confirmation of the existence of a glass ceiling, a lower plateau level
for minorities, and the observation that corporate systems of advancement, appraisal and compensation are
not monitored.
Van Velsor, Ellen and Martha W. Hughes. Gender Differences in the Development of Managers: How Women
Managers Learn From Experience. Greensboro, NC: Center for Creative Leadership, 1990.
To investigate gender differences associated with experiential learning, authors compared findings of two
studies of executive development, one of women and one of men. Studies queried managers on the key
events in their careers and the lessons gained from them. Paper presents and discusses the primary
development lessons that the two groups reported, as well as the key experiences or events that provided
these lessons. Includes tables comparing men's and women's data.
Wald, Patricia M. "Breaking the Glass Ceiling." (adapted from remarks at the 1988 American Bar
Association Annual Meeting)
The ABA Commission on Women in the Profession was created to study women at the mid-point in their
legal careers to identify glass ceiling issues. Ms. Wald discusses the need to end gender bias in the legal
profession, from teaching methods in law schools to private practices to courtrooms.
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"Welcome to the Woman-Friendly Company Where Talent is Valued and Rewarded." Business
Week, August 6, 1990.
Looks at practices of public corporations in which women hold at least 20% of senior management posts.
Included is a chart of Business Week's 24 best companies for women.
Wilson, Reginald. "Women of Color in Academic Administration: Trends, Progress, and Barriers."
Sex Roles, Vol. 21 No 1/2, 1989.
Argues that the limited number of women of color in academic administration is a result, in pail, of American
history. That universities "were reluctantly forced to open their doors," (by court and government
intervention) "and they resisted every step of the way, as they continue to resist up to today." Women of color
account for only 1.3% of college presidencies. Notes the importance of increasing the number of women of
color in the degree pipeline, and maintains that "exclusion of women of color from significant involvement
in academic administration is a loss of talent for the nation."
Women In Corporate Management. Model Programs for Development and Mobility New York: Catalyst, 1991.
An in-depth examination of 17 companies that have exemplary programs for developing and advancing
women. Programs address issues such as balancing work and family, leadership development, upward
mobility, accountability, mentoring, managing diversity, women of color, corporate women's groups and
eliminating sexual harassment. Options for implementation are presented, and corporate examples are
described.
Women in Corporate Management.- Results of A Catalyst Survey. New York: Catalyst, 1990.
Discusses findings of two surveys of CEOs and senior human resources professionals of the top 1,000
publicly held companies in the U.S. Surveys elicited information about women at all levels, functions, and
industries, including where women stand in the corporate world and what critical competencies women need
to achieve top corporate positions.
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Women on Corporate Boards: The Challenge of Change. New York: Catalyst, 1993.
Survey showed that of the 11,715 seats on the boards of Fortune 500IService 500 companies, only 721 (6.2%) are
held by women. Among publication's recommendations is that CEOs increase the number of women
qualified for board service by promoting women in their own management ranks and by providing women
with opportunities to gain core business experience.
Woody, Bette. Corporate Policy and Women at the Top. Working Paper No. 211. Wellesley, NIA: Center for
Research on Women, 1990.
Literature review reveals that women's advancement is hampered by occupational segregation, industrial
stratification, and recruitment and promotion policies. Project polled 50 senior women managers in Fortune
500 companies and concluded that in order to move women into senior levels, corporations must demonstrate
a commitment that overrules subjective and discretionary behavior, and must ensure that women are
guaranteed the opportunity to acquire "critically needed range of experience in the corporate enterprise."
Work and Family
Bhatnagar, Deepti. "Professional Women in Organizations: New Paradigms for Research and
Action." Sex Roles, Vol 18, Nos. 5/6, 1988.
Research on some major issues ( e.g., tokenism, sex role stereotyping, social isolation) encountered by
professional women at the workplace is reviewed here. Suggestions for future approaches to research are
provided.
Burden, Dianne S. and Bradley Googins. Boston University Balancing Job and Homelife Study: Managing Work and
Family Stress in Corporations. Boston University School of Social Work, Boston: 1987.
This study was conducted with employees at a large public utility and a Fortune 500 hi-tech company to
examine work/family stress. Findings provide a picture of how employees are managing multiple roles and
how they are coping with stress associated with combined work and family responsibilities. Tables and
graphs illustrating results are included.
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The Changing Workforce: Comparison of Federal and Nonfederal Work/Family Programs and Approaches. GAO/GGD 92-84,
Washington D.C.: April 23, 1992.
Examines how 16 leading private sector organizations assessed need for work/family programs,
implemented them, and evaluated their effectiveness in enhancing employee recruitment, retention and
productivity. The report also describes federal experiences in the work/family area and identifies barriers that
deter the adoption or expansion of federal work/family programs. Included are recommendations, a
bibliography, and a comprehensive index.
Families and Work Institute. "An Evaluation of Johnson & Johnson's Balancing Work and Family
Program," Executive Summary, April 1993.
Summarizes Families and Work Institute's independent research on the impact of Johnson & Johnson's
"Balancing Work and Family Program," which was implemented in 1989. The survey found that the program
had created work environments that were significantly more supportive of employees with complex work
and family responsibilities.
Fernandez, John P. Child Care and Corporate Productivity:  Resolving Family/Work ConflictsLexington, NIA:
Lexington Books, D.C. Heath and Company, 1986.
Based on data from over 5,000 employees, this book outlines the negative impact child care problems have
on employee performance. Decrying the family/work conflicts that "are literally short-circuiting the
productive potential of companies," the author describes "corporations whose executives ignore the realities
of today's work force," saying they will "pay dearly for their recalcitrance in terms of diminished
productivity, competitive disadvantage and, reduced profits." The author recommends that companies adopt
a wide range of child care assistance programs.
Fernandez, John P. The Politics and Reality of Family Care in Corporate America. Lexington, NIA: Lexington
Books, D.C. Heath and Company, 1990.
After surveying more than 26,000 employees in 30 companies, the author found that company policies have
not kept pace with changes in the demographics of the American family. He urges companies to realize that
"family care is a corporate competitive issue, not a 'woman's issue,"' Child and elder care problems are
examined and Fernandez offers solutions, including "A Marshall Plan for Family Care."
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Friedman, Dana E. Linking Work-Family Issues to the Bottom Line. The Conference Board, New York:
1991.
Incorporates more than 80 research studies into analysis linking productivity and other work behavior WR
work-family problems and programs. Company responses to stress, pregnancy, child care and elder care are
reviewed, and effects on recruitment, retention and absenteeism are considered. Friedman argues that "the
CEO or someone in top management must be an advocate for a more family friendly workplace before
change will occur." Suggestions for future research on work-family issues are included.
Friedman, Dana E. and Arlene A. Johnson. Strategies for Promoting a Work-Family Agenda. The Conference
Board, New York: 1991.
Intended to help managers or task forces committed to the development of a work/family agenda, this
publication highlights strategies that have worked in introducing and sustaining work-family programs in
more than 40 organizations. Defines four developmental stages in creation of work-family programs and
policies, and emphasizes connection between these and other corporate objectives.
Gatinsky, Ellen, and Diane Hughes. "The Fortune Magazine Child Care Study". Bank Street College, New
York, 1987.
Determines the importance of reliable, quality child care necessary for much of the workforce. Suggests how
the lack of child care adversely impacts workers both in upward mobility and absenteeism.
Googins, Bradley K, Judith G. Gonyea and Marcie Pitt-Catsouphes. Linking the Worlds of Family and Work:
Family Dependent Care and Workers' Performance. Center on Work and Family, Boston: 1990.
Assesses the state of the art of both the family dependent care and productivity fields, and propose a research
agenda for exploring the link between family dependent care and worker productivity. A literature review
that summarizes findings on the impact of family dependent care and family responsive policies on the
workplace in included.
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Morgan, Hal and Frances J. Miliken. "Keys to Action: Understanding Differences in
Organizations' Responsiveness to Work-and-Family Issues." Human Resource Management, Vol. 31, No. 3,
1993.
Research undertaken in part to "learn more about the factors that cause U.S. companies to differ in their
degree of responsiveness to the changing work-family demographics of the workforce and to learn why it is
that some companies have -responded so dramatically to the family needs of their employees while others
have yet to act." Findings include: industry and geography are key factors, and companies that regularly
survey employees tend to be more responsive.
National Council of Jewish Women, Center for the Child. "Accommodating Pregnancy in the
Workplace." NCJW Center for the Child Report, November, 1987.
Addresses the necessity in accommodating pregnancy in the workplace through policy and practice. The
research states that "80% of working women will become pregnant sometime in their working lives."
Therefore attention to facilitating their time at work during their pregnancy and their eventual return after
their child's birth is essential to retention.
Shellenbarger, Sue. "Lessons from the Workplace: How Corporate Policies and Attitudes Lag Behind
Workers' Changing Needs." Human Resource Management, Vol. 31, No. 3, Fall 1992.
Argues that the rank and file American worker is mostly untouched by the trend toward family-friendly
policies and that many families are paying a high price for work-family conflict, which can be measured in
rising workplace stress and declining quality of family life.
Vanderkolk, Barbara Schwarz and Ardis Armstrong Young. The Work and Family Revolution. New York:
Facts on File, 1991.
Insists that families and business are economically and socially interdependent. Calling private sector
organizations "the pioneers" in the work-family arena, Schwartz and Young profile the model programs of
innovative companies and describe them as "pragmatic business tools that are as critical to future
profitability as replacement of aged equipment."
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:RUN 	 )DPLO\ $ &KDQJLQJ '\QDPLF $ %1$ 6SHFLDO 5HSRUW Washington, D.C.: The Bureau of National
Affairs, 1986.
Profiles more than 30 organizations' responses to work-family issues. Articles by specialists address trends
and developments in work-family area. Includes list of resource organizations.
:RUN DQG )DPLO\ 6WUDWHJLHV IRU WKH 8QLYHUVLW\ RI &DOLIRUQLD University of California, 1991.
At the University of California, where women constitute 50% of the work force and 63% of management
and staff, a university-wide task force submitted this report meant to "create a strategy that will make the UC
workplace one in which family supportive policies and programs are as effective a management tool to
recruit, retain, and motivate employees as are competitive pay and benefit programs." Report includes
findings on the consequences of work-family conflicts at UC, a comprehensive list of recommendations,
suggestions for funding strategies, and an executive summary.
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Appendix B: Summary Tables
The tables are organized by the following subject headings:
Leadership and Career Development
Rotation / Non-traditional Employment
Mentoring
Accountability Programs
Succession Planning
Workforce Diversity Initiatives
Programs for Women of Color
Corporate Women's Groups / Networks
Gender/racial Awareness Training
Elimination of Sexual Harassment
Family Friendly Programs
Flexible Work Arrangements
Parental Leave
Dependent Care
TABLE INDEX BY COMPANY
AAA - American Automobile Association
Leadership and Career Development
Aetna Life & Casualty
Parental Leave
Allstate Insurance Company
Dependent Care
American Airlines
Rotation/Non-traditional Employment
Accountability Programs
American Express Company
Dependent Care
Amoco Corporation
Dependent Care
Apple Computer
Elimination of Sexual Harassment
Arthur Andersen & Co., S.C.
Gender/Racial Awareness Training
Flexible Work Arrangements
AT&T
Leadership and Career Development
Mentoring
Elimination of Sexual Harassment
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Avon Products, Inc.
Rotation/Non-traditional Employment
Workforce Diversity Initiatives
Corporate Women's Groups / Networks
Baxter Healthcare
Accountability Programs
Champion International Corporation
Dependent Care
Chubb & Son Inc.
Rotation /Non -traditional Employment
Mentoring
CIGNA
Mentoring
Con Edison
Rotation / Non-traditional Employment
Connecticut Mutual
Leadership and Career Development
Continental Insurance
Leadership and Career Development
Corning Inc.
Leadership and Career Development
Accountability Programs
Flexible Work Arrangements
Parental Leave
Dow Chemical
Task Forces
Dow Jones & Company
Mentoring
Eastman Kodak Company
Family Friendly Programs and Policies
Flexible Work Arrangements
E.I. du Pont de Nemours and Company
Rotation / Non-traditional Employment
Mentoring
Gender/Racial Awareness Training
Elimination of Sexual Harassment
Task Forces
Environmental Protection Agency
Workforce Diversity Initiatives
Exxon Research & Engineering Co.
Mentoring
Fannie Mae
Leadership and Career Development
First Interstate Bank of California
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Leadership and Career Development
Gannett Co., Inc.
Leadership and Career Development
General Electric, NY Silicone Manufacturing Division
Workforce Diversity Initiatives
Goldman Sachs & Co.
 Parental Leave
Hershey Foods
Accountability Programs
Hewlett-Packard Co.
 Leadership and Career Development
Hoffman-La Roche
Corporate Women's Groups/Networks
Honeywell Inc.
Corporate Women's Groups/Networks
IBM
Parental Leave
Dependent Care
John Hancock Financial Services
Family Friendly Programs and Policies
Johnson & Johnson
Family Friendly Programs and Policies
Kraft General Foods
Workforce Diversity Initiatives
3M
Corporate Women's Groups/Network
Massachusetts Mutual Life Insurance Company
Leadership and Career Development
McCormack & Dodge
Accountability Programs
McDonald's
Workforce Diversity Initiatives
Morrison & Foerster
Leadership and Career Development
Motorola, Inc.
Accountability Programs
Dependent Care
NationsBank
Family Friendly Programs and Policies
NCNB
Flexible Work Arrangements
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NYNEX - New England Telephone
Leadership and Career Development
Mentoring
Pacific Bell
Flexible Work Arrangements
Pitney Bowes Inc.
Mentoring
Corporate Women's Groups/Networks
Polaroid Corporation
Corporate Women's Groups/Networks
Port Authority of NY & NJ
Corporate Women's Groups/Networks
Procter & Gamble
Mentoring
Workforce Diversity Initiatives
Proskauer, Rose, Goetz & Mendelsohn
Parental Leave
Public Service Electric & Gas Company
Accountability Programs
Raychem Corporation
Corporate Women's Groups/Network
Rensselaer Polytechnic Institute
Workforce Diversity Initiatives
Royal Bank of Canada
Accountability Programs
Ryder Systems, Inc.
Corporate Women's Groups/Network
The San Francisco Bar Association
Flexible Work Arrangements
SC Johnson Wax
Leadership and Career Development
Family Friendly Programs and Policies
Sidney & Austin
Flexible Work Arrangements
Sadden, Raps, Slate, Meager & Flame
Flexible Work Arrangements
Square D Co.
Accountability Programs
Steles Inc.
Flexible Work Arrangements
Stride Rite Corporation
Dependent Care
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Tandem Computer Inc.
Family Friendly Programs and Policies
Tenneco Inc.
Accountability Programs
Corporate Women's Groups/Network
Texas Instruments
Corporate Women's Groups/Network
The Travelers
Dependent Care
Tucson Medical Center
Flexible Work Arrangements
University of North Carolina at Greensboro
Leadership and Career Development
US Sprint
Family Friendly Programs and Policies
U S WEST
Workforce Diversity Initiatives
Programs for Women of Color
Work/Family Directions
Dependent Care
Xerox
Programs for Women of Color
Dependent Care
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Leadership and Career Development (continued)
Connecticut
Mutual
Management
Excellence -
Selection;
Components for
Leadership
Development
1. The Management Excellence process involves
"selecting individuals who will make successful
managers in our environment." The process was
developed through the McBurr model of
competencies: a group of average and outstanding
managers was selected and studied in order to identify
the traits that led to success in management and that
the company wanted to emphasize in management
selection and development.
2. Components of leadership development efforts:
Career path process: identifies the objective
performance, skill and knowledge criteria for moving
from one pay level in a job to the next, thus
empowering the individual to plan his/her own growth
and advancement.
Success factors for management: competencies
demonstrated by the best
managers in the company are described to empower
individuals to plan their own growth and development
as managers.
High potential list: developed through interviews
conducted by human resources with the head of each
of the business units and support units, this process
identifies individuals at all levels of the organization
with potential for higher level positions
Continental
Insurance
Advanced
Development
Program
The Advanced Development Program identifies the
company's high-potential employees and, through
rigorous training and an accelerated career plan, helps
them attain key leadership positions in the company.
The program takes select employees through a three-
month training session during which they each
develop career paths of three to seven years. Assigned
advisors serve as mentors and along with position
pany¨ Program ¨ Description¨ ¨ AT&T¨ Early
Career Advisory Program (ECAP)¨ ECAP` ` ` l of
the ADP is to develop talented,  committed employees
into skillful managers and proficient leaders.
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A
cc
o
u
n
ta
bi
lit
y 
(co
n
tin
ue
)
Te
nn
ec
o 
In
c.
Ex
ec
u
tiv
e
In
ce
n
tiv
e
Co
m
pe
n
sa
tio
n
Pr
og
ra
m
Th
is 
pr
og
ra
m
 li
nk
s a
 si
gn
ifi
ca
nt
 p
er
ce
nt
ag
e 
o
f e
ac
h 
ex
ec
u
tiv
e's
 b
on
us
 to
 th
e
at
ta
in
m
en
t o
f d
ef
in
ed
 d
iv
isi
on
al
 g
o
al
s 
to
 p
ro
m
ot
e 
m
in
or
iti
es
 a
n
d 
w
om
en
.
Th
re
e 
qu
ar
te
rs
 o
f t
hi
s p
er
ce
n
ta
ge
 
re
la
te
s 
to
 th
es
e 
pr
e-
es
ta
bl
ish
ed
 g
o
al
s,
 w
hi
ch
ar
e 
se
pa
ra
te
 fo
r m
in
or
iti
es
 a
nd
 w
om
en
 an
d 
ar
e s
et
 b
y 
ea
ch
 c
om
pa
ny
ac
co
rd
in
g 
to
 
its
 
in
di
v
id
ua
l w
o
rk
 fo
rc
e 
an
d 
lo
ca
tio
n
; t
he
 r
em
ai
n
in
g
o
n
e-
qu
ar
te
r i
s f
or
 im
pl
em
en
tin
g 
pr
og
ra
m
s 
di
re
ct
ed
 a
t d
ev
el
op
in
g 
an
d
ad
va
nc
in
g 
ta
rg
et
ed
 g
ro
u
ps
.
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Su
m
m
ar
y 
Ta
bl
es
: S
uc
ce
ss
io
n 
Pl
an
ni
ng
Co
m
pa
ny
Pr
og
ra
m
De
sc
rip
tio
n
A
m
er
ic
an
A
irl
in
es
Su
pe
rtr
ac
k;
 
Ca
re
er
D
ev
el
op
m
en
t
Pr
o
gr
am
 (C
D
P)
;
W
om
en
 in
O
pe
ra
tio
n
s
M
an
ag
em
en
t
A
dv
iso
ry
 
Co
un
ci
l
Th
e 
co
m
pa
ny
 
is 
ta
ki
ng
 
a 
m
u
lti
fa
ce
te
d 
ap
pr
oa
ch
 to
 re
ta
in
in
g,
 
de
ve
lo
pi
ng
an
d 
Pr
om
ot
in
g 
m
in
or
iti
es
 a
n
d 
w
om
en
. 
Su
pe
rt
ra
ck
 
re
qu
ire
s 
o
ffi
ce
rs
 to
su
bm
it 
de
ta
ile
d,
 cr
o
ss
-fi
un
ct
io
na
l d
ev
el
op
m
en
t p
la
n
s 
fo
r a
ll 
hi
gh
-
po
te
n
tia
l
m
in
or
iti
es
 a
nd
 w
om
en
 in
 m
id
dl
e 
m
an
ag
em
en
t a
nd
 a
bo
ve
.
A
m
er
ic
an
's 
Ca
re
er
 D
ev
el
op
m
en
t P
ro
gr
am
 (C
DP
), a
 so
ph
ist
ica
ted
, r 
int
ere
st
co
m
pu
te
riz
ed
 jo
b-p
ost
ing
 
sy
st
em
, a
llo
w
s e
m
pl
oy
ee
s 
to
 s
ig
n
al
 th
ei
r i
n
po
sit
io
n
s 
be
fo
re
 v
ac
an
ci
es
 o
cc
u
r.
 C
o
m
pa
n
y 
w
id
e p
os
tin
g 
al
so
 h
el
ps
 r
ed
uc
e
po
te
n
tia
l f
or
 d
isc
rim
in
at
io
n 
or
 fa
v
o
rit
ism
 b
y 
pr
ov
id
in
g 
al
l e
m
pl
oy
ee
s 
w
ith
in
sta
n
t jo
b i
nfo
rm
ati
on
.
To
 b
oo
st 
w
om
en
's 
re
pr
es
en
ta
tio
n 
in
 n
on
tra
di
tio
na
l p
os
iti
on
s, 
a 
ta
sk
 fo
rc
e 
w
as
es
ta
bl
ish
ed
: W
o
m
en
 in
 O
pe
ra
tio
ns
 M
an
ag
em
en
t A
dv
iso
ry
 
Co
un
ci
l. 
Th
e
gr
o
u
p's
 g
o
al
s a
re
 to
 id
en
tif
y 
th
e 
ba
rri
er
s f
or
 w
om
en
 in
 n
on
tra
di
tio
na
l a
re
as
, t
o
ed
uc
at
e 
fe
m
al
e 
em
pl
oy
ee
s 
o
n
 th
e 
gr
o
w
in
g 
o
pp
or
tu
ni
tie
s i
n 
te
ch
ni
ca
l f
ie
ld
s
an
d 
to
 se
rv
e 
as
 m
en
to
rs
 to
 fe
m
al
e 
em
pl
oy
ee
s.
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Su
cc
es
sio
n 
Pl
a
n
n
in
g 
(co
n
tin
u
ed
)
H
er
sh
ey
Fo
o
ds
Se
ni
or
M
an
ag
em
en
t
R
ev
ie
w
; C
ro
ss
En
tit
y 
R
ev
ie
w
Th
e 
ad
va
n
ce
m
en
t o
f m
in
or
iti
es
 a
n
d 
w
om
en
 is
 o
ne
 
o
f t
he
 
m
an
y
go
al
s o
f t
he
 su
cc
es
sio
n 
pl
an
in
g 
pr
oc
es
s. 
D
ur
in
g 
th
e 
co
m
pa
ny
's
 S
en
io
r
M
an
ag
em
en
t R
ev
ie
w
, h
ig
h-
gr
o
w
th
 in
di
vi
du
al
s a
nd
 p
ot
en
tia
l h
ig
h-
gr
o
w
th
in
di
vi
du
al
s a
re
 id
en
tif
ie
d 
as
 p
ar
t o
f t
he
 a
nn
ua
l m
ee
tin
g 
o
f t
op
-le
ve
l
ex
ec
u
tiv
es
. M
an
ag
er
s 
co
m
pi
le
 p
ro
fil
es
 o
f t
he
 h
ig
h-
gr
o
w
th
 in
di
vi
du
al
s. 
Th
e
pr
of
ile
s i
nc
lu
de
 p
er
fo
rm
an
ce
 st
re
ng
th
s, 
w
ea
kn
es
se
s a
nd
 ar
ea
s t
ha
t n
ee
d
de
ve
lo
pm
en
t, 
th
e 
ne
xt
 
pl
an
ne
d 
or
 a
nt
ic
ip
at
ed
 p
os
iti
on
, a
nd
 th
e 
an
tic
ip
at
ed
po
sit
io
n 
or
 le
ve
l i
n 
fiv
e 
ye
ar
s.
 A
 fi
ve
-y
ea
r 
de
ve
lo
pm
en
t p
la
n 
ch
ar
ts 
th
e 
pa
th
fro
m
 th
e 
em
pl
oy
ee
's
 p
re
se
nt
 p
os
iti
on
 to
 a
nt
ic
ip
at
ed
 p
os
iti
on
. I
n
 
th
e 
Cr
os
s
En
tit
y 
R
ev
ie
w
,
 
la
te
ra
l m
ov
em
en
t o
r p
ro
m
ot
io
ns
 fr
om
 o
ne
 
di
vi
sio
n 
to
 an
o
th
er
ar
e 
id
en
tif
ie
d 
to
 h
el
p 
de
ve
lo
p 
an
 in
di
vi
du
al
 th
ro
ug
h 
ne
w
 e
xp
er
ie
nc
es
. I
t a
lso
se
rv
es
 a
 b
us
in
es
s p
ur
po
se
 b
y 
pl
ac
in
g 
ke
y 
em
pl
oy
ee
s 
w
he
re
 th
ei
r e
xp
er
tis
e 
is
n
ee
de
d.
M
cC
o
rm
ac
k 
&
D
od
ge
Su
cc
es
sio
n
M
an
ag
em
en
t
R
es
ou
rc
es
 R
ev
ie
w
(S
M
P,R
)
A
 c
om
po
ne
nt
 o
f a
 la
rg
er
 in
iti
at
iv
e 
to
 fo
ste
r c
ar
ee
r a
dv
an
ce
m
en
t,
SM
RR
. i
s t
he
 p
ro
ce
ss
 b
y 
w
hi
ch
 a
ll 
se
ni
or
 m
an
ag
er
s 
ev
al
ua
te
 th
ei
r d
ire
ct
re
po
rts
 a
nd
 d
et
er
m
in
e 
th
ei
r.r
ea
di
ne
ss
 fo
r p
ro
gr
es
sio
n 
in
to
 e
ve
n 
m
or
e 
se
ni
or
po
sit
io
ns
. S
en
io
r m
an
ag
er
s 
m
u
st
 a
lso
 id
en
tif
y 
th
e 
cr
iti
ca
l s
ki
lls
, t
ra
in
in
g 
an
d
job
 ex
pe
rie
n
ce
s 
th
at
 
ea
ch
 m
id
dl
e 
m
an
ag
er
 m
u
st
 
ha
ve
 in
 
o
rd
er
 to
gr
o
w
 in
to
 m
or
e 
se
ni
or
 p
os
iti
on
s. 
A
 d
et
ai
le
d,
 in
di
vi
du
al
iz
ed
 d
ev
el
op
m
en
t
pl
an
 is
 p
re
pa
re
d 
fo
r t
he
se
 in
di
vi
du
al
s a
nd
 is
 re
vi
ew
ed
 b
y 
ex
ec
u
tiv
es
 o
n
an
 a
n
n
u
al
 b
as
is.
 T
he
se
 p
la
ns
 ar
e r
ei
nf
or
ce
d 
th
ro
ug
h 
pe
rfo
rm
an
ce
ev
al
u
at
io
n 
an
d 
ot
he
r 
go
al
-
se
tti
ng
 
pr
oc
es
se
s.
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ie
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nc
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gh
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ia
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iv
id
ua
ls 
ar
e 
id
en
tif
ie
d,
 th
ro
ug
h 
an
 e
xt
en
siv
e
ev
al
u
at
io
n
 p
ro
ce
ss
, t
he
y 
ca
n
 b
e t
ra
n
sf
er
re
d 
w
ith
in
 
th
e 
co
m
pa
n
y 
to
 
ga
in
ex
pe
rie
n
ce
 o
r 
re
ce
iv
e 
sp
ec
ifi
c 
tr
ai
n
in
g.
 
Th
re
e 
lis
ts
 
o
f c
an
di
da
te
s 
fo
r e
ac
h
o
f t
he
 M
on
tre
al
-b
as
ed
 c
om
pa
ny
's
 to
p 
50
 p
os
iti
on
s, 
fro
m
 se
ni
or
 v
ic
e -
pr
es
id
en
t o
n 
up
, a
re
 c
om
pi
le
d 
by
 
th
e 
of
fic
e 
of
 su
cc
es
sio
n 
pl
an
ni
ng
,
 
w
hi
ch
w
as
 c
re
at
ed
 fo
ur
 y
ea
rs
 a
go
. 
In
 
al
l, 
th
e 
to
p 
80
0 
job
s, i
nc
lud
ing
 
ex
ec
u
tiv
es
an
d 
so
m
e 
m
an
ag
er
s,
 a
re
 o
n
 th
e 
co
m
pa
ny
's
 s
u
cc
es
sio
n 
pl
an
. T
he
 to
p 
20
0
ex
ec
u
tiv
es
 a
re
 tr
ac
ke
d 
by
 
th
e 
sy
st
em
,
 
w
hi
ch
 a
lso
 k
ee
ps
 so
m
e 
in
fo
rm
at
io
n
.
Ca
ta
ly
st
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3
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W
o
rk
fo
rc
e  D
iv
er
sit
y 
In
iti
at
iv
es
 
(co
n
tin
ue
d)
G
en
er
al
El
ec
tr
ic
, 
N
Y
Si
lic
o
n
e
M
an
uf
ac
tu
rin
g
D
iv
isi
on
G
ra
ss
ro
ot
s
D
iv
er
sit
y 
In
iti
at
iv
e
Th
e 
Si
lic
o
n
e 
M
an
u
fa
ct
u
rin
g 
D
iv
isi
on
 in
cr
ea
se
d 
th
e 
n
u
m
be
r 
o
f m
in
or
iti
es
 a
n
d
w
o
m
en
 e
n
tr
ie
s t
o 
30
%
.  
In
 
19
89
, a
n 
in
fo
rm
al
 n
et
w
or
k 
cr
ea
te
d 
a g
ra
ss
ro
o
ts
di
ve
rs
ity
 
in
iti
at
iv
e 
at
 th
e 
co
m
pa
ny
 
in
 re
sp
on
se
 to
 p
ro
bl
em
s e
xp
er
ie
nc
ed
 b
y
w
o
m
en
 a
n
d 
pe
o
pl
e 
o
f c
o
lo
r. 
 S
pe
ci
al
iz
ed
 
ch
ar
ac
te
ris
tic
s 
o
f t
he
 
in
iti
at
iv
e
in
cl
ud
e 
te
am
w
or
k 
an
d 
di
ve
rs
ity
 
tr
ai
ni
ng
.
 
 
A
 re
vi
ew
 b
oa
rd
 e
xa
m
in
ed
 su
ch
iss
ue
s a
s f
am
ily
 
le
av
e,
 fl
ex
ib
le
 h
ou
rs
, p
er
so
na
l a
nd
 p
ro
fe
ss
io
na
l d
ev
el
op
m
en
t,
an
d 
ot
he
r p
ro
gr
am
s.
  
Si
nc
e 
th
e 
im
pl
em
en
ta
tio
n 
of
 th
e 
pr
og
ra
m
, 
th
er
e 
ha
s b
ee
n
an
 in
cr
ea
se
 in
 th
e 
nu
m
be
r o
f w
om
en
 o
f c
ol
or
 an
d 
w
om
en
 in
 m
an
ag
er
ia
l
po
sit
io
ns
.
M
en
to
rin
g,
 
an
 im
po
rta
nt
 c
om
po
ne
nt
 o
f t
he
 p
ro
gr
am
, 
w
as
 e
st
ab
lis
he
d 
to
pr
ov
id
e m
in
or
iti
es
 a
n
d 
w
om
en
 w
ith
 ro
le
 
m
o
de
ls 
w
ho
 w
ou
ld
 g
iv
e 
th
e
pa
rt
ic
ip
an
ts
 in
sig
ht
 in
to
 th
e 
co
rp
or
at
e 
cu
ltu
re
 
an
d 
m
an
ag
em
en
t s
ys
te
m
s.
K
ra
ft 
G
en
er
al
Fo
o
ds
D
iv
er
sit
y
M
an
ag
em
en
t
G
en
er
al
 F
o
o
ds
 b
eg
an
 it
s d
iv
er
sit
y 
ef
fo
rt 
by
 
fo
rm
in
g 
a 
D
iv
er
sit
y 
M
an
ag
em
en
t
St
ee
rin
g 
Co
m
m
itt
ee
,
 
ch
ai
re
d 
by
 
th
e 
pr
es
id
en
t a
n
d 
in
cl
u
di
ng
 
10
 se
n
io
r
ex
ec
u
tiv
es
,
 
to
 m
on
ito
r a
ll 
co
m
pa
n
y 
ac
tiv
iti
es
 r
el
at
in
g 
to
 a
ffi
rm
at
iv
e 
ac
tio
n 
an
d
di
ve
rs
ity
 
m
an
ag
em
en
t. 
 A
 fu
ll-
tim
e 
hu
m
an
 
re
so
u
rc
es
 
po
sit
io
n 
de
di
ca
te
d 
so
le
ly
to
 d
iv
er
sit
y 
m
an
ag
em
en
t w
as
 e
st
ab
lis
he
d 
al
on
g 
w
ith
 a
 W
o
rk
fo
rc
e 
20
00
Co
un
ci
l t
o 
ad
dr
es
s t
he
 is
su
es
 o
f m
in
or
ity
 
an
d 
w
om
en
's 
u
pw
ar
d 
m
ob
ili
ty
,
n
et
w
or
ki
ng
 
an
d 
ca
re
er
/fa
m
ily
 
ba
la
n
ce
.
 
 
A
 h
ug
e 
tr
ai
n
in
g 
ef
fo
rt 
w
as
 th
en
la
un
ch
ed
 fo
r t
he
 en
tir
e s
al
ar
ie
d 
em
pl
oy
ee
 p
op
ul
at
io
n.
  T
he
 g
o
al
 o
f t
he
 tr
ai
ni
ng
is 
to
 
in
cr
ea
se
 a
w
ar
en
es
s 
o
f c
ha
ng
in
g 
w
o
rk
 fo
rc
e 
de
m
o
gr
ap
hi
cs
, 
th
e 
di
v
er
sit
y
ef
fo
rts
 o
f c
o
m
pe
tin
g 
co
m
pa
n
ie
s,
 a
n
d 
th
e i
nt
er
n
al
 
cu
ltu
ra
l b
ar
rie
rs
 th
at
 
in
hi
bi
t
th
e 
pr
od
uc
tiv
ity
 
o
f m
in
or
iti
es
 a
nd
 w
om
en
.
Ca
ta
lys
t -
 
12
/9
3
93
D
iv
er
sit
y 
In
iti
at
iv
es
 (c
on
tin
ue
d)
M
cD
on
al
d's
Ch
an
gi
n
g
W
or
kf
or
ce
 P
ro
gr
am
s
Fo
rm
al
iz
ed
 m
o
re
 th
an
 a
 d
ec
ad
e 
ag
o
, 
th
e 
pr
og
ra
m
s 
ar
e 
ba
se
d 
on
 a
 p
re
m
ise
 o
f r
es
pe
ct
fo
r a
ll 
co
nt
rib
ut
or
s t
o 
th
e 
bu
sin
es
s. 
Co
m
pr
isi
ng
 
six
 p
ro
gr
es
siv
e 
m
an
ag
em
en
t
de
ve
lo
pm
en
t m
o
du
le
s, 
th
e 
pr
og
ra
m
 
ha
s h
el
pe
d 
en
su
re
 th
at
 e
m
pl
oy
ee
s 
o
f b
ot
h
ge
n
de
rs
 a
nd
 a
ll 
cu
ltu
re
s c
an
 re
ac
h 
th
ei
r f
ul
l p
ro
fe
ss
io
na
l p
ot
en
tia
l. 
 T
hr
o
u
gh
 th
e
m
o
du
le
s, 
cl
as
s p
ar
tic
ip
an
ts 
ar
e 
en
co
ur
ag
ed
 to
 e
xp
lo
re
 p
er
so
na
l a
tti
tu
de
s a
nd
as
su
m
pt
io
ns
 th
at
 c
an
 b
ec
om
e 
ba
rri
er
s t
o 
th
ei
r p
ro
fe
ss
io
na
l g
ro
w
th
, o
r t
he
 g
ro
w
th
 o
f
em
pl
oy
ee
s 
th
ey
 
m
an
ag
e.
 
 
Tr
ai
ni
ng
 
co
u
rs
es
 o
ffe
re
d 
in
cl
ud
e:
 M
an
ag
in
g 
th
e 
Ch
an
gi
n
g
W
or
kf
or
ce
 (M
CW
); 
W
om
en
's
 C
ar
ee
r 
D
ev
el
op
m
en
t (
W
CD
); 
Bl
ac
k 
Ca
re
er
D
ev
el
op
m
en
t (
BC
D)
; H
isp
an
ic 
Ca
ree
r D
ev
el
op
m
en
t (
HC
D)
; a
nd
 M
an
ag
in
g 
Cu
ltu
ra
l
D
iff
er
en
ce
s (
M
CD
) a
nd
 M
an
ag
in
g 
D
iv
er
sit
y 
(M
D)
.
Pr
o
ct
or
 &
 
G
am
bl
e
Co
rp
or
at
e 
D
iv
er
sit
y
St
ra
te
gy
 
Ta
sk
 
Fo
rc
e
In
 
19
88
, t
he
 p
re
sid
en
t c
om
m
iss
io
ne
d 
th
is 
ta
sk
 
fo
rc
e,
 in
te
nt
io
na
lly
 
in
cl
ud
in
g 
lin
e 
vi
ce
pr
es
id
en
ts,
 to
 re
de
fin
e 
th
e 
im
po
rta
nc
e 
of
 a
 m
u
lti
cu
ltu
ra
l w
o
rk
 
fo
rc
e 
an
d 
to
 id
en
tif
y
st
ra
te
gi
es
 fo
r m
an
ag
in
g 
di
ve
rs
ity
.
 
 
In
 
te
rm
s 
o
f d
iv
er
sit
y 
tr
ai
ni
ng
,
 
th
e 
co
m
pa
n
y 
o
ffe
rs
aw
ar
en
es
s 
tr
ai
ni
ng
,
 
sy
m
po
siu
m
s 
o
n
 w
o
m
en
 a
n
d 
m
in
o
rit
y 
iss
ue
s, 
an
d 
"o
nb
oa
rd
in
g"
pr
og
ra
m
s 
th
at
 h
el
p 
or
ie
nt
 n
ew
 h
ire
s w
ith
 sp
ec
ia
l a
tte
nt
io
n 
to
 g
en
de
r a
nd
 m
in
o
rit
y
co
n
ce
rn
s.
  
To
 
fo
ste
r d
ev
el
op
m
en
t a
nd
 re
te
nt
io
n,
 a
ll 
m
an
ag
er
s 
re
ce
iv
e 
re
gu
la
r c
ar
ee
r
as
se
ss
m
en
ts
, i
n 
w
hi
ch
 th
ey
 
an
d 
th
ei
r s
up
er
vi
so
rs
 id
en
tif
y 
th
e 
sk
ill
s t
he
y 
n
ee
d 
to
ad
va
n
ce
.
R
en
ss
el
ae
r
Po
ly
te
ch
ni
c
In
st
itu
te
 (R
PI
)
B
ey
o
n
d 
D
iv
er
sit
y
Ef
fo
rt
Th
e 
u
n
iv
er
sit
y 
v
ie
w
s 
its
el
f a
s a
 m
ic
ro
co
sm
 
o
f t
he
 b
ro
ad
 so
ci
et
y:
 
th
ey
 
ha
ve
 
de
ve
lo
pe
d
in
iti
at
iv
es
 th
at
 c
ut
 a
cr
os
s t
he
 e
nt
ire
 u
ni
ve
rs
ity
 
co
m
m
u
n
ity
 
in
 o
rd
er
 to
 a
de
qu
at
el
y
pr
ep
ar
e 
stu
de
nt
s f
or
 th
e 
w
or
k 
fo
rc
e.
  T
he
 p
ro
gr
am
 
w
as
 e
st
ab
lis
he
d 
as
 p
ar
t o
f t
he
sc
ho
ol
's 
re
ce
n
t s
tr
at
eg
ic
 p
la
nn
in
g 
pr
oc
es
s. 
 It
 
o
ffe
rs
 b
ot
h 
stu
de
nt
s a
nd
 fa
cu
lty
o
pp
or
tu
ni
tie
s t
o 
le
ar
n 
an
d 
pa
rti
ci
pa
te
 in
 d
iff
er
en
t c
ul
tu
re
s a
nd
 li
fe
sty
le
s t
hr
ou
gh
le
ct
ur
es
, c
on
ce
rts
, t
ra
ve
l, 
w
or
ks
ho
ps
 a
nd
 ta
sk
 
fo
rc
es
.
Ca
ta
ly
st
 
-
 
12
/9
3
94
W
or
kf
or
ce
-
 
D
iv
er
sit
y 
In
iti
at
iv
es
 
(co
n
tin
ue
d)
U
 
S 
W
ES
T
Pl
ur
al
ism
Pe
rfo
rm
an
ce
 M
en
u
Pl
ur
al
ism
 P
er
fo
rm
an
ce
 M
en
u,
 in
iti
at
ed
 in
 O
ct
ob
er
 1
99
0,
 is
 a 
m
ea
su
re
m
en
t
de
vi
ce
 fo
r t
ra
ck
in
g 
th
e 
pe
rfo
rm
an
ce
 o
f t
he
 c
o
m
pa
n
y's
 o
ffi
ce
rs
 o
n
 th
ei
r
qu
an
tit
at
iv
e 
an
d 
qu
al
ita
tiv
e 
ef
fo
rts
 to
 d
ev
el
op
 a
n
d 
ad
va
n
ce
 
m
in
or
iti
es
 a
n
d
w
o
m
en
. 
 T
he
 P
PM
 
lis
ts
 
cr
ite
ria
 fo
r m
ea
su
rin
g 
o
ffi
ce
rs
' e
ffo
rts
. 
 E
ve
ry
 
six
m
o
n
th
s, 
of
fic
er
s s
ub
m
it 
a 
co
m
pl
et
ed
 m
en
u 
to
 c
or
po
ra
te
 h
ea
dq
ua
rte
rs
 w
he
re
th
e 
da
ta
 ar
e a
na
ly
ze
d.
  E
ac
h 
of
fic
er
 is
 p
ro
vi
de
d 
w
ith
 fe
ed
ba
ck
 an
d 
su
gg
es
tio
ns
fo
r i
m
pr
ov
em
en
t. 
 T
he
 sh
or
t-t
er
m
 g
o
al
 o
f t
he
 P
PM
 w
as
 to
 b
oo
st 
th
e
co
m
pa
n
y's
 r
ec
ru
itm
en
t, 
de
v
el
op
m
en
t a
n
d 
ad
va
n
ce
m
en
t o
f m
in
or
iti
es
 a
n
d
w
o
m
en
. 
 T
he
 
PP
M
 is
 d
es
ig
n
ed
 
to
 ra
ise
 
th
e 
co
m
pa
n
y's
 c
o
m
m
itm
en
t t
o 
di
ve
rs
ity
to
 a
 n
ew
 p
la
ne
 so
 th
at
, i
n 
th
e 
lo
ng
 
ru
n
, 
pr
om
ot
in
g 
di
ve
rs
ity
 
w
ill
 b
ec
om
e
se
co
n
d 
na
tu
re
 to
 a
ll 
em
pl
oy
ee
s.
Pr
o
gr
am
s 
fo
r 
W
om
en
 o
f C
ol
or
U
 S
 W
ES
T
W
o
m
en
 o
f C
ol
or
Pr
o
jec
t
Se
e 
U
 S
 
W
ES
T:
 
Le
ad
er
sh
ip
 
an
d 
Ca
re
er
 D
ev
el
o
pm
en
t (
pa
ge
 6
)
W
o
rk
sh
op
: W
hi
te
M
al
ei
sm
 a
n
d 
th
e
Co
rp
or
at
e 
Cu
ltu
re
Th
e 
go
al
 o
f t
hi
s w
or
ks
ho
p 
is 
to
 im
pr
ov
e 
th
e 
co
m
m
un
ic
at
io
n 
be
tw
ee
n 
m
en
 a
nd
w
o
m
en
 a
n
d 
to
 
he
lp
 
m
en
 a
v
o
id
 se
ei
n
g 
w
o
m
en
 in
 
th
e 
w
o
rk
pl
ac
e 
as
 a
 th
re
at
,
 
an
d
in
ste
ad
 a
s "
an
 o
pp
or
tu
ni
ty
 
fo
r g
re
at
er
 e
co
no
m
ic
 p
ro
sp
er
ity
 
an
d 
in
cr
ea
se
d
pe
rs
on
al
 e
nr
ic
hm
en
t."
 
 
O
ve
r 9
0%
 o
f t
he
 co
m
pa
ny
's
 1
00
 o
ffi
ce
rs
, a
pr
ed
om
in
an
tly
 
w
hi
te
 m
al
e 
gr
o
u
p,
 h
av
e 
ta
ke
n 
th
e 
w
or
ks
ho
p 
or
 o
th
er
 d
iv
er
sit
y
tr
ai
ni
ng
.
X
er
ox
A
ss
et
 M
an
ag
em
en
t
Pr
og
ra
m
Th
is 
pr
og
ra
m
 w
as
 s
ta
rt
ed
 in
 1
98
3 
to
 fo
ste
r m
ob
ili
ty
 
o
f w
om
en
 o
f c
ol
or
 w
ith
in
th
e 
co
m
pa
ny
's
 D
ev
el
op
m
en
t a
nd
 M
an
uf
ac
tu
rin
g 
O
rg
an
iz
at
io
n.
  T
he
 p
ro
gr
am
co
m
bi
ne
s f
or
m
al
 tr
ai
ni
ng
 
an
d 
on
-th
e-
job
 ex
pe
rie
nc
e.
  I
t i
s i
nt
en
de
d 
to
 p
ro
vi
de
ex
po
su
re
 to
 a
nd
 u
nd
er
sta
nd
in
g 
o
f t
he
 m
an
uf
ac
tu
rin
g 
o
pe
ra
tio
n 
th
ro
ug
h
in
te
ns
iv
e 
on
-th
e-
job
 ex
pe
rie
nc
es
 u
nd
er
 th
e d
ire
ct
io
n 
of
 th
e p
la
nt
 m
an
ag
er
.
Th
e 
pl
an
t m
an
ag
er
 a
lso
 se
rv
es
 a
s m
en
to
r t
o 
th
e 
ca
nd
id
at
e 
to
 e
ns
ur
e 
th
at
 th
e
pr
og
ra
m
's
 o
bje
cti
ve
s a
re 
ful
fill
ed
 th
rou
gh
 e
ac
h 
de
ve
lo
pm
en
ta
l p
ha
se
.
Ca
ta
ly
st
 
-
 
12
/9
3
95
W
or
kf
or
ce
 
D
iv
er
sit
y 
In
iti
at
iv
es
 
(co
n
tin
ue
d)
C
or
po
ra
te
 W
om
en
's
 
G
ro
up
s/N
et
w
o
rk
s
A
vo
n 
Pr
od
uc
ts
In
c.
A
vo
n
M
ul
tic
u
ltu
ra
l
Co
m
m
itt
ee
A
vo
n 
ha
s t
hr
ee
 st
ro
ng
 
gr
o
u
ps
: t
he
 A
vo
n 
A
sia
n 
N
et
w
or
k,
 th
e 
A
vo
n 
H
isp
an
ic
N
et
w
or
k 
an
d 
th
e 
Bl
ac
k 
Pr
of
es
sio
na
l A
ss
oc
ia
tio
n 
(B
PA
). T
he
se 
gro
u
ps
o
rig
in
at
ed
 in
 th
e 
19
70
's 
as
 th
e 
Co
nc
er
ne
d 
W
o
m
en
 o
f A
vo
n,
 w
hi
ch
 th
en
be
ca
m
e 
th
e 
W
o
m
en
 a
n
d 
M
in
or
iti
es
 C
om
m
itt
ee
. I
n
 
th
e 
m
id
-1
98
0's
, 
co
m
m
itt
ee
m
em
be
rs
 b
ra
nc
he
d 
ou
t a
nd
 b
eg
an
 n
et
w
or
ks
 to
 a
dd
re
ss
 th
ei
r s
pe
ci
fic
 n
ee
ds
.
M
an
ag
em
en
t d
ev
el
op
ed
 a
n 
or
ga
n
iz
ed
 sy
st
em
 th
ro
ug
h 
w
hi
ch
 n
et
w
or
ks
 a
nd
co
m
m
itt
ee
s f
ee
d 
in
to
 e
ac
h 
ot
he
r t
o 
en
su
re
 a
 c
on
sis
te
nt
 fl
ow
 o
f i
nf
or
m
at
io
n
an
d 
co
m
m
un
ic
at
io
n.
 In
 
o
rd
er
 to
 b
e 
cr
ed
ib
le
, t
he
 g
ro
u
p 
ha
s m
ad
e 
su
re
 th
at
 it
s
o
bje
ct
iv
es
 
ar
e 
co
n
sis
te
n
t w
ith
 th
e 
co
m
pa
n
y's
 g
o
al
s.
 T
he
 
co
m
m
itt
ee
 
is
st
ru
ct
ur
ed
 to
 h
el
p 
A
vo
n 
im
pl
em
en
t i
ts 
bu
sin
es
s s
tra
te
gy
 
o
f b
ec
om
in
g 
a
m
u
lti
cu
ltu
ra
l w
or
kp
la
ce
. T
he
 g
ro
u
p 
ha
s d
ev
el
op
ed
 a
n 
op
er
at
io
na
l s
tru
ct
ur
e
w
ith
 
o
ffi
ce
rs
 a
n
d 
re
gu
la
r 
m
ee
tin
gs
 
th
at
 
fo
llo
w
 th
e 
ac
ce
pt
ed
 b
us
in
es
s 
pr
ot
o
co
l
at
 A
vo
n.
 In
 
ad
di
tio
n,
 th
e 
co
m
m
itt
ee
 tr
ie
s t
o 
be
 o
pe
n 
ab
ou
t i
ts 
in
te
nt
io
ns
 a
nd
 to
co
m
m
u
n
ic
at
e 
cl
ea
rly
 
an
d 
co
ns
ist
en
tly
.
Ca
ta
ly
st
 
-
 
12
/9
3
96
W
or
kf
or
ce
 
D
iv
er
sit
y 
In
iti
at
iv
es
 
(co
n
tin
ue
d)
Co
rp
or
at
e 
W
o
m
en
's
 G
ro
up
s/N
et
w
or
ks
H
of
fm
an
n-
La
R
oc
he
Co
nc
er
ne
d
W
o
m
en
 o
f R
oc
he
(C
W
R
)
Fo
u
n
de
d 
in
 1
97
2,
 C
W
R
 is
 o
ne
 o
f t
he
 o
ld
er
 c
or
po
ra
te
 w
om
en
's 
gr
o
u
ps
 in
 th
e
co
u
n
tr
y.
 
 
Th
e 
40
0-
m
em
be
r g
ro
u
p 
se
ek
s t
o:
 e
nc
ou
ra
ge
 w
o
m
en
 to
 d
ev
el
op
 th
ei
r
ab
ili
tie
s t
o 
th
e 
fu
lle
st 
po
te
nt
ia
l; 
ac
tiv
el
y 
su
pp
or
t t
he
 c
om
pa
ny
's
 E
EO
/A
A
pr
og
ra
m
; a
nd
 c
ha
m
pi
on
 H
of
fm
an
n-
La
 
R
oc
he
's 
po
lic
ie
s o
n 
be
ha
lf 
of
 w
om
en
's
ad
va
nc
em
en
t a
nd
 w
or
k/
fa
m
ily
 
ba
la
nc
e. 
 T
he
 g
ro
u
p 
is 
re
co
gn
iz
ed
 a
s a
 v
ia
bl
e
co
rp
or
at
e 
en
tit
y 
w
ith
 fu
ll 
su
pp
or
t o
f m
an
ag
em
en
t. 
 R
ec
og
n
iz
in
g 
th
e 
gr
o
w
in
g
n
ee
d 
fo
r c
hi
ld
 
ca
re
, 
CW
R
 
ch
am
pi
o
n
ed
 th
e 
co
n
ce
pt
 
o
f a
n 
on
-s
ite
 
ce
n
te
r.
  
A
fte
r
co
n
du
ct
in
g 
a 
fe
as
ib
ili
ty
 
st
ud
y 
an
d 
as
se
ss
in
g 
em
pl
oy
ee
 c
hi
ld
 c
ar
e 
ne
ed
s, 
th
e
R
oc
he
 C
hi
ld
 C
ar
e C
en
te
r -
 th
e f
irs
t c
om
pa
ny
-
sp
on
so
re
d 
ch
ild
 ca
re
 ce
nt
er
 in
th
e 
sta
te
 o
f N
ew
 Je
rs
ey
 
an
d 
on
e 
of
 th
e 
fir
st 
in
 th
e 
co
un
try
 
-
 
w
as
 e
st
ab
lis
he
d 
in
19
79
.  
A
lso
, a
t t
he
 re
qu
es
t o
f m
an
ag
em
en
t, 
CW
R
 g
av
e 
in
pu
t i
nt
o 
th
e
co
m
pa
n
y's
 m
at
er
n
ity
 
le
av
e 
an
d 
se
x
u
al
 
ha
ra
ss
m
en
t p
ol
ic
ie
s.
  
CW
R 
al
so
sp
ea
rh
ea
ds
 th
e 
co
m
pa
n
y's
 m
en
to
rin
g 
pr
og
ra
m
 
(w
hic
h 
w
as
 re
ce
nt
ly
 
ex
pa
nd
ed
to
 in
cl
ud
e 
bi
lin
gu
al
 m
en
to
rs
), o
ffe
rs 
ca
ree
r c
ou
ns
eli
ng
 
an
d 
sk
ill
 w
or
ks
ho
ps
fo
ur
 ti
m
es
 a
 
ye
ar
s,
 a
n
d 
pr
ov
id
es
 a
 
w
id
e r
an
ge
 
o
f p
ro
gr
am
s 
fo
r e
m
pl
oy
ee
s 
an
d
th
ei
r f
am
ili
es
.  
H
of
fm
an
n-
La
 
R
oc
he
 fu
nd
s t
he
se
 p
ro
gr
am
s 
an
d 
ot
he
r C
W
R
ac
tiv
iti
es
.
C
a
ta
ly
st
 
-
 
12
/9
3
97
W
or
kf
or
ce
 
D
iv
er
sit
y 
In
iti
at
iv
es
 
(co
n
tin
ue
d)
Co
rp
or
at
e 
W
o
m
en
's
 G
ro
up
s/N
et
w
or
ks
H
on
ey
w
el
l I
n
c.
W
o
m
en
's
 C
ou
nc
il
Fo
rm
ed
 in
 1
97
8,
 th
e g
ro
u
p's
 a
pp
ro
xi
m
at
el
y 
35
 m
em
be
rs
 re
pr
es
en
t a
 w
id
e
ra
n
ge
 o
f jo
b f
un
cti
on
s, l
ev
els
 an
d o
rga
n
iz
at
io
na
l u
ni
ts.
  T
he
y 
ex
em
pl
ify
 
th
e
di
ve
rs
e 
w
or
k 
fo
rc
e 
in
 te
rm
s o
f a
ge
, 
ra
ce
 a
n
d 
fa
m
ily
 
st
at
us
.  
In
iti
al
ly
,
 
th
e 
gr
o
u
p
w
as
 c
ha
rte
re
d 
to
 c
on
tri
bu
te
 to
 a
 w
or
ki
ng
 
en
v
iro
nm
en
t t
ha
t w
ou
ld
 a
ttr
ac
t a
nd
re
ta
in
 q
ua
lit
y 
fe
m
al
e 
em
pl
oy
ee
s 
an
d 
en
co
u
ra
ge
 
pe
rs
o
n
al
 g
ro
w
th
 o
f a
ll
em
pl
oy
ee
s.
  
Its
 g
o
al
s w
er
e 
to
 id
en
tif
y,
 
st
ud
y 
an
d 
m
ak
e 
re
co
m
m
en
da
tio
ns
 o
n
iss
ue
s o
f c
on
ce
rn
 to
 H
on
ey
w
el
l w
om
en
 a
nd
 su
pp
or
t w
om
en
 w
ho
 so
ug
ht
ca
re
er
 
m
o
bi
lit
y.
A
fte
r g
ai
ni
ng
 
m
an
ag
em
en
t s
up
po
rt,
 th
e 
Co
un
ci
l m
ov
ed
 b
ey
o
n
d 
its
 o
rig
in
al
em
ph
as
is 
on
 p
ro
gr
am
m
in
g 
to
 p
ro
vi
di
ng
 
re
co
gn
iz
ed
 p
ol
ic
y 
in
pu
t. 
 W
ith
ou
t
ab
an
do
ni
ng
 
its
 o
rig
in
al
 b
ro
ad
 a
ge
n
da
, t
he
 g
ro
u
p 
no
w
 fo
cu
se
s o
n 
id
en
tif
yi
n
g
an
d 
stu
dy
in
g 
iss
ue
s o
f c
on
ce
rn
 to
 H
on
ey
w
el
l w
om
en
 a
nd
 b
ar
rie
rs
 to
 th
ei
r
u
pw
ar
d 
m
ob
ili
ty
,
 
an
d 
m
ak
es
 re
co
m
m
en
da
tio
ns
 a
bo
ut
 h
ow
 b
ot
h 
m
an
ag
em
en
t
an
d 
em
pl
oy
ee
s 
ca
n
 w
o
rk
 to
 re
m
ov
e 
th
es
e 
ba
rri
er
s. 
 T
he
 C
ou
nc
il 
co
m
pr
ise
s
em
pl
oy
ee
s 
fro
m
 b
ot
h 
pr
of
es
sio
na
l a
nd
 a
dm
in
ist
ra
tiv
e 
ra
nk
s.
3M
Th
e 
W
o
m
en
's
A
dv
iso
ry
Co
m
m
itt
ee
Th
e 
3M
 W
om
en
's
 A
dv
iso
ry
 
Co
m
m
itt
ee
's
 m
iss
io
n 
is 
"to
 in
flu
en
ce
 
an
d 
ef
fe
ct
ch
an
ge
 
in
 3
M
 to
 a
ss
ur
e 
th
at
 a
ll 
em
pl
oy
ee
s 
ca
n
 p
ar
tic
ip
at
e 
an
d 
co
nt
rib
ut
e
eq
ua
lly
.
"
 
 
Th
e 
sta
te
m
en
t e
m
ph
as
iz
es
 c
ha
ng
e 
an
d 
fo
cu
se
s a
tte
nt
io
n 
on
pr
om
ot
in
g 
w
o
m
en
's
 c
ar
ee
r 
an
d 
le
ad
er
sh
ip
 d
ev
el
op
m
en
t t
hr
ou
gh
 id
en
tif
ic
at
io
n
o
f i
ss
ue
s, 
co
m
m
un
ic
at
io
n 
to
 3
M
 a
bo
ut
 w
om
en
's 
co
n
ce
rn
s,
 a
n
d
re
co
m
m
en
da
tio
n 
of
 sp
ec
ifi
c 
ac
tio
n 
pl
an
s.
  
Th
e 
co
m
m
itt
ee
 
pr
ov
id
es
 d
ire
ct
ad
vi
ce
 
to
 s
en
io
r m
an
ag
em
en
t c
o
m
m
itt
ee
s 
re
ga
rd
in
g 
po
lic
ie
s 
th
at
 
im
pa
ct
 
3M
w
o
m
en
. 
 T
he
 
co
m
m
itt
ee
 
ha
s 
co
n
tr
ib
ut
ed
 
to
 th
e 
im
pl
em
en
ta
tio
n 
of
 a
 
n
u
m
be
r 
o
f
sig
n
ifi
ca
nt
 p
ro
gr
am
s 
in
cl
ud
in
g:
 s
u
pe
rv
iso
ry
 
an
d 
m
an
ag
em
en
t d
ev
el
op
m
en
t
pr
og
ra
m
s,
 in
te
rn
al
 c
om
m
un
ic
at
io
ns
 o
n 
di
ve
rs
ity
 
in
 th
e 
w
or
kf
or
ce
, a
n
im
pr
ov
ed
 p
er
fo
rm
an
ce
 
ap
pr
ai
sa
l s
ys
te
m
,
 
em
pl
oy
ee
 
in
iti
at
ed
 p
ar
t-
tim
e
em
pl
oy
m
en
t, 
an
d 
in
te
rn
al
 p
er
so
nn
el
 se
ar
ch
 re
qu
ire
d 
fo
r a
ll 
job
 op
en
ing
s.
Ca
ta
ly
st
 
-
 
12
/9
3
98
W
or
kf
or
ce
 
D
iv
er
sit
y 
In
iti
at
iv
es
 
(co
n
tin
ue
d)
Co
rp
or
at
e 
W
o
m
en
's
 G
ro
up
s/N
et
w
or
ks
Pi
tn
ey
 
Bo
w
es
In
c.
M
in
or
iti
es
R
es
ou
rc
e 
G
ro
up
/
W
o
m
en
's
R
es
ou
rc
e 
G
ro
up
Th
e 
tw
o 
gr
o
u
ps
 P
la
y 
sig
n
ifi
ca
nt
 ro
le
s i
n 
en
ric
hi
ng
 
th
e 
co
m
pa
ny
's
 e
qu
al
o
pp
or
tu
ni
ty
 
en
v
iro
nm
en
t. 
Th
e 
gr
o
u
ps
 w
or
k 
w
ith
 b
ot
h 
se
ni
or
 m
an
ag
em
en
t a
nd
hu
m
an
 re
so
ur
ce
s p
er
so
nn
el
 to
 p
ro
vi
de
 in
pu
t i
nt
o 
pr
og
ra
m
s 
an
d 
ne
w
 in
iti
at
iv
es
su
ch
 a
s c
an
di
da
te
 sl
at
in
g,
 
job
 po
sti
ng
,
 
de
ve
lo
pm
en
t o
f m
an
ag
em
en
t t
ra
in
in
g
pr
og
ra
m
s,
 th
e 
m
en
to
r p
ro
gr
am
, 
re
cr
u
iti
ng
 
an
d 
hi
rin
g 
pr
ac
tic
es
,
 
an
d 
en
ha
n
ci
ng
u
pw
ar
d 
m
ob
ili
ty
 
fo
r a
ll 
em
pl
oy
ee
s 
in
 th
e 
co
m
pa
n
y.
Po
rt 
A
ut
ho
rit
y
o
f N
Y
 &
 
N
J
W
o
m
en
's
 E
qu
ity
W
E 
w
as
 o
rg
an
iz
ed
 b
y 
a 
sm
al
l g
ro
u
p 
of
 m
an
ag
em
en
t w
om
en
 to
 re
du
ce
 th
ei
r
se
n
se
 o
f i
so
la
tio
n 
an
d 
to
 p
ro
m
ot
e 
w
om
en
's 
u
pw
ar
d 
m
ob
ili
ty
.
 
By
 
19
84
, w
om
en
w
er
e 
w
el
l r
ep
re
se
nt
ed
 in
 ju
nio
r a
nd
 m
id-
ma
na
ge
m
en
t jo
bs;
 su
bse
qu
en
tly
,
 
W
E
be
ga
n
 to
 
re
co
gn
iz
e 
th
e 
im
po
rta
n
ce
 o
f w
om
en
's
 v
o
ic
e 
in
 
th
e 
w
o
rk
pl
ac
e 
an
d 
to
lo
bb
y 
th
e 
ag
en
cy
's
 
le
ad
er
s a
bo
ut
 w
om
en
's 
co
n
ce
rn
s.
 Is
su
es
 o
f p
rim
ar
y 
in
te
re
st
in
cl
u
de
d 
fle
x
tim
e,
 
pa
re
n
ta
l l
ea
v
e,
 
ch
ild
 ca
re
 
an
d 
th
e a
v
ai
la
bi
lit
y 
o
f p
ro
m
ot
io
n
o
pp
or
tu
ni
tie
s f
or
 a
ll 
w
om
en
. O
pe
ni
ng
 
u
p 
th
e 
or
ga
n
iz
at
io
n's
 m
em
be
rs
hi
p 
to
w
o
m
en
 a
t a
ll 
le
ve
ls 
w
as
 a
 lo
gi
ca
l s
te
p 
be
ca
us
e 
th
e 
gr
o
u
p's
 s
te
er
in
g 
co
m
m
itt
ee
be
lie
ve
d 
th
ey
 
w
o
u
ld
 g
ai
n 
gr
ea
te
r c
lo
ut
 w
he
n 
vo
ic
in
g 
co
n
ce
rn
s 
to
 m
an
ag
em
en
t
by
 
re
pr
es
en
tin
g 
m
o
re
 
w
o
m
en
 in
 th
e 
ag
en
cy
.
 
To
 re
cr
u
it 
ne
w
 m
em
be
rs
, 
W
E
pl
an
ne
d 
pr
og
ra
m
s 
to
 in
vo
lv
e 
w
om
en
 a
t a
ll 
le
ve
ls,
 su
ch
 a
s a
 w
or
ks
ho
p 
on
jug
gl
in
g 
w
o
rk
 a
n
d 
fa
m
ily
 
o
bl
ig
at
io
ns
, a
 
di
sp
la
y 
o
n
 w
o
m
en
's
 h
ist
or
ic
al
co
n
tr
ib
ut
io
ns
 to
 th
e 
Po
rt 
A
ut
ho
rit
y 
an
d 
he
al
th
 se
m
in
ar
s. 
To
 e
ns
ur
e 
th
e
re
le
va
nc
e 
an
d 
us
ef
ul
ne
ss
 o
f t
he
 p
ro
gr
am
s 
to
 a
ll 
m
em
be
rs
, W
o
m
en
's
 E
qu
ity
al
so
 so
ug
ht
 n
on
-m
an
ag
em
en
t w
om
en
's 
in
vo
lv
em
en
t o
n 
th
e 
ste
er
in
g 
co
m
m
itt
ee
an
d 
ea
ch
 o
f i
ts 
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m
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 c
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 d
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 c
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 c
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at
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r o
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 b
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at
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 c
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 p
os
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 m
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at
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s o
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 p
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 C
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 C
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 c
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at
e 
hu
m
an
 re
so
ur
ce
s o
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ra
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 c
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ra
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 o
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e s
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ra
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 b
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s b
y 
pr
om
ot
in
g 
th
ei
r p
ro
fe
ss
io
na
l a
nd
 p
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 m
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 b
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 o
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f c
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ra
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 c
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u
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e 
na
tu
re
 a
nd
 im
pl
ic
at
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t b
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 b
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f s
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e
o
ffe
ns
iv
en
es
s o
f
w
hi
ch
 m
en
 a
re
 o
fte
n 
un
aw
ar
e.
 A
fte
r a
n 
em
pl
oy
ee
 d
isc
us
sio
n 
of
 th
ei
r
pe
rc
ep
tio
ns
 o
f s
ex
u
al
 
ha
ra
ss
m
en
t, 
th
e 
fa
ci
lit
at
or
s 
de
fin
e 
th
e 
le
ga
l p
ar
am
et
er
s 
an
d
im
pl
ic
at
io
ns
 o
f s
ex
u
al
 h
ar
as
sm
en
t. 
A
no
th
er
 v
id
eo
 sh
ow
s t
he
 c
om
pa
ny
's
 c
hi
ef
ex
ec
u
tiv
e
o
ffi
ce
r e
xp
re
ss
in
g 
hi
s d
isa
pp
ro
va
l o
f s
ex
u
al
 h
ar
as
sm
en
t. 
Th
e 
fin
al
 se
gm
en
t
o
u
tli
ne
s
th
e 
re
so
u
rc
es
 a
v
ai
la
bl
e 
to
 
em
pl
o
ye
es
 a
n
d 
th
e 
ac
tio
n
s 
th
ey
 
ca
n
 ta
ke
.
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Su
m
m
a
ry
 T
ab
le
s:
 F
a
m
ily
 F
ri
en
dl
y 
Pr
o
gr
am
s 
a
n
d 
Po
lic
ie
s
C
om
pa
n
y
Pr
og
ra
m
De
sc
rip
tio
n
Ea
st
m
an
 K
od
ak
Co
m
pa
n
y
W
or
k 
an
d 
Fa
m
ily
Pr
og
ra
m
, 
Pa
re
nt
al
le
av
e
A
 ta
sk
 fo
rc
e 
w
as
 a
pp
oi
nt
ed
 in
 N
ov
em
be
r 1
98
6 
to
 ex
am
in
e 
w
or
k 
an
d 
fa
m
ily
 
iss
ue
s.
Th
e 
ta
sk
 fo
rc
e 
re
vi
ew
ed
 th
e p
ro
gr
am
s 
o
f 3
3 
w
or
k-
an
d-
fa
m
ily
-
su
pp
or
tiv
e 
co
m
pa
ni
es
,
su
rv
ey
ed
 2
,0
00
 K
od
ak
 e
m
pl
oy
ee
s 
an
d 
co
ns
ul
te
d 
w
ith
 w
or
k 
an
d 
fa
m
ily
 
sp
ec
ia
lis
ts.
Th
e 
re
su
lt 
w
as
 a
 
co
m
pr
eh
en
siv
e 
w
o
rk
 a
n
d 
fa
m
ily
 
pr
og
ra
m
 w
hi
ch
 in
cl
u
de
s 
u
p 
to
 1
7
w
ee
ks
 o
f u
np
ai
d,
 jo
b-p
rot
ect
ed
 fa
mi
ly 
le
av
e,
 c
hi
ld
 ca
re
 re
so
ur
ce
 an
d 
re
fe
rra
l s
er
vi
ce
,
an
d 
co
rp
or
at
e 
fu
nd
in
g 
fo
r s
ta
rt-
up
 c
os
t f
or
 d
ay
-
ca
re
 h
om
es
 in
 K
od
ak
 c
om
m
un
iti
es
.
A
 su
rp
ris
in
gl
y 
hi
gh
 
n
u
m
be
r 
o
f m
en
 h
av
e 
ta
ke
n
 a
dv
an
ta
ge
 
o
f a
 
ge
n
er
o
u
s 
fa
m
ily
 
le
av
e
po
lic
y 
w
ith
ou
t s
tig
m
a 
an
d 
w
ith
ou
t d
er
ai
lin
g 
th
ei
r c
ar
ee
rs
.  
A
lso
 u
nu
su
al
 is
 th
e 
le
ng
th
o
f l
ea
ve
 th
e 
m
en
 h
av
e 
ta
ke
n 
to
 c
ar
e 
fo
r t
he
ir 
in
fa
nt
s: 
an
 a
ve
ra
ge
 o
f 1
2.
2 
w
ee
ks
, w
hi
ch
is 
jus
t a
 w
ee
k 
le
ss
 th
an
 th
e 
av
er
ag
e 
le
av
e 
fo
r m
o
th
er
s.
  
Fu
ll 
he
al
th
 
co
v
er
ag
e 
co
n
tin
u
es
du
rin
g 
le
av
e,
 a
nd
 em
pl
oy
ee
s 
ar
e 
as
su
re
d 
of
 re
tu
rn
in
g 
to
 th
e 
sa
m
e 
or
 c
om
pa
ra
bl
e j
ob
.
Jo
hn
 H
an
co
ck
Fi
n
an
ci
al
Se
rv
ic
es
Fa
m
ily
 
Ca
re
 Is
su
es
Th
e 
co
m
pa
ny
 
de
sig
n
ed
 it
s i
nn
ov
at
iv
e 
Fa
m
ily
 
Ca
re
 Is
su
es
 to
 h
el
p 
re
cr
ui
t a
nd
 re
ta
in
 to
p
ta
le
n
t. 
 T
he
 
co
m
pa
n
y 
ha
s 
in
sti
tu
te
d 
a p
ro
gr
am
 th
at
 
in
cl
u
de
s 
su
ch
 
be
n
ef
its
 a
s 
a 
o
n
e-
ye
ar
 u
n
pa
id
 le
av
e o
f a
bs
en
ce
 an
d 
an
 o
n-
sit
e c
hi
ld
 ca
re
 ce
nt
er
.  
Bu
t t
he
 c
om
pa
ny
 
ha
s
go
n
e 
be
yo
n
d 
tra
di
tio
na
l w
or
k 
an
d 
fa
m
ily
 
pr
og
ra
m
s:
 a
 S
um
m
er
 C
ar
e 
Fa
ir 
of
fe
rs
em
pl
oy
ee
s 
an
d 
th
e 
pu
bl
ic
 in
fo
rm
at
io
n 
ab
ou
t s
um
m
er
 c
am
ps
 a
nd
 p
ro
gr
am
s 
in
 N
ew
En
gl
an
d;
 a
nd
 a
 "K
id
s-
to
-g
o
" 
pr
og
ra
m
 w
o
rk
s w
ith
 lo
ca
l d
ay
 
ca
re
 c
en
te
rs
 to
 p
ro
vi
de
s
ac
tiv
iti
es
 fo
r e
m
pl
oy
ee
s'
 
sc
ho
ol
-a
ge
d 
ch
ild
re
n 
du
rin
g 
sc
ho
ol
 h
ol
id
ay
s 
an
d 
va
ca
tio
ns
.
Ca
ta
ly
st
 
-
 
12
/9
3
10
5
Fa
m
ily
 
Fr
ie
n
dl
y 
Pr
og
ra
m
s 
an
d 
Po
lic
ie
s 
(co
n
tin
ue
d)
Jo
hn
so
n 
&
Jo
hn
so
n
Ba
la
n
ci
ng
 
W
or
k
an
d 
Fa
m
ily
Pr
og
ra
m
Th
e 
pr
og
ra
m
 in
cl
ud
es
 th
e 
fo
llo
w
in
g 
co
m
po
ne
nt
s: 
Ch
ild
 C
ar
e 
Re
so
ur
ce
 a
nd
 R
ef
er
ra
l;
O
n-
sir
e C
hi
ld
 D
ev
el
op
m
en
t C
en
te
rs
; D
ep
en
de
n
t C
ar
e 
A
ss
ist
an
ce
 
Pl
an
s;
 F
am
ily
 
Ca
re
Le
av
e;
 F
am
ily
 
Ca
re
 A
bs
en
ce
; F
le
x
ib
le
 W
or
k 
Sc
he
du
le
s; 
A
do
pt
io
n 
Be
n
ef
its
;
Sc
ho
ol
M
at
ch
; E
ld
er
 C
ar
e 
Re
so
ur
ce
 a
nd
 R
ef
er
ra
l; 
Re
lo
ca
tio
n 
Pl
an
ni
ng
; a
nd
 E
m
pl
oy
ed
So
us
e R
el
oc
at
io
n 
Se
rv
ic
es
.
 
 
Th
es
e 
in
iti
at
iv
es
 
w
er
e 
de
sig
n
ed
 
in
 la
rg
e 
pa
rt
 to
 a
dd
re
ss
th
e 
ch
an
gi
n
g 
co
m
po
sit
io
n 
of
 th
ei
r w
or
k 
fo
rc
e 
-- 
th
e 
in
cr
ea
sin
g 
n
u
m
be
rs
 o
f w
om
en
,
tw
o-
ca
re
er
 
fa
m
ili
es
, 
sin
gl
e 
pa
re
n
ts
 a
n
d 
th
e c
hi
ld
re
n
 o
f e
ld
er
ly
 
pa
re
n
ts
.  
Th
e 
co
m
pa
n
y
co
n
du
ct
ed
 a
 su
rv
ey
 
th
at
 sh
ow
ed
 th
at
 b
et
w
ee
n 
19
90
 an
d 
19
92
, s
up
er
vi
so
rs
 b
ec
am
e
sig
n
ifi
ca
nt
ly
 
m
o
re
 s
u
pp
or
tiv
e 
of
 e
m
pl
oy
ee
s 
w
he
n 
w
or
k/
fa
m
ily
 
pr
ob
le
m
s a
ro
se
 a
nd
su
pe
rv
iso
rs
 w
er
e 
al
so
 se
en
 a
s m
or
e 
su
pp
or
tiv
e 
of
 th
e 
us
e 
of
 fl
ex
ib
le
 ti
m
e 
an
d 
le
av
e
po
lic
ie
s. 
 T
he
re
 w
as
, h
ow
ev
er
, n
ow
 im
pa
ct
 o
n 
ab
se
nt
ee
ism
 o
r t
ar
di
ne
ss
.
N
at
io
ns
 B
an
k
 
Sh
ar
ed
 
Pa
re
n
tin
g
Th
e 
ba
n
k 
is 
on
e 
o
f t
he
 
fir
st,
 if
 n
ot
 th
e 
o
n
ly
,
 
co
m
pa
n
ie
s 
to
 o
ffe
r 
fa
th
er
s 
pa
id
 ti
m
e o
ff 
to
ca
re
 fo
r t
he
ir 
ne
w
bo
rn
 ch
ild
re
n.
  T
he
 p
ol
ic
y 
is 
ba
se
d 
on
 th
e c
om
pa
ny
's
 b
el
ie
f t
ha
t
pa
re
nt
in
g 
is 
a 
sh
ar
ed
 re
sp
on
sib
ili
ty
.
 
N
ew
 fa
th
er
s r
ec
ei
ve
 u
p 
to
 si
x 
w
ee
ks
 o
f p
ai
d
pa
te
rn
ity
 
le
av
e:
 
fo
r e
ac
h 
ye
ar
 o
f s
er
vi
ce
 th
ey
 
ac
cr
u
e 
o
n
e 
w
ee
k 
of
 le
av
e.
Ca
ta
ly
st
-
 
12
/9
3
10
6
Fa
m
ily
 
Fr
ie
n
dl
y 
Pr
og
ra
m
s 
an
d 
Po
lic
ie
s 
(co
n
tin
ue
d)
SC
 Jo
hn
so
n 
W
ax
Ch
ild
 c
ar
e/
pa
re
nt
al
 le
av
e
O
ne
 
o
f t
he
 
co
m
pa
n
y's
 fo
re
m
o
st
 w
or
k 
an
d 
fa
m
ily
 
be
n
ef
its
 is
 it
s o
n-
sit
e 
ch
ild
-c
ar
e
pr
og
ra
m
, 
es
ta
bl
ish
ed
 in
 1
98
5.
  T
he
 ch
ild
-c
ar
e p
ro
gr
am
 p
ro
vi
de
s b
ef
or
e-
 an
d 
af
te
r-
tr
ai
n
in
g 
fo
r e
m
pl
o
ye
es
. 
 T
he
 c
en
te
r 
ha
s b
ee
n 
ac
cr
ed
ite
d 
by
 
th
e 
N
at
io
n
al
 
A
ss
oc
ia
tio
n
fo
r t
he
 E
du
ca
tio
n 
on
 Y
ou
ng
 
Ch
ild
re
n.
  D
ur
in
g 
th
e 
su
m
m
er
, t
he
 c
om
pa
ny
 
o
ffe
rs
 fu
ll-
tim
e 
da
y 
ca
re
 fo
r e
m
pl
oy
ee
s'
 
sc
ho
ol
-a
ge
 
ch
ild
re
n.
Th
e 
pa
re
nt
al
 le
av
e 
po
lic
y 
al
lo
w
s u
p 
to
 th
re
e 
m
on
th
s o
f u
np
ai
d 
le
av
e 
fo
r b
ot
h 
m
al
e
an
d 
fe
m
al
e 
em
pl
oy
ee
s.
 
Th
is 
is 
in
 a
dd
iti
on
 to
 th
e p
ai
d 
m
ed
ic
al
 
le
av
e 
fo
r t
he
 
m
o
th
er
.
Th
e 
o
pt
io
n 
to
 w
or
k 
pa
rt
-t
im
e 
fo
llo
w
in
g 
pa
re
n
ta
l l
ea
v
e 
is 
al
so
 a
v
ai
la
bl
e.
Ta
nd
em
Co
m
pu
te
r I
n
c.
M
od
el
 M
at
er
n
ity
Le
av
e
Ta
nd
em
 h
as
 o
ffe
re
d 
a n
in
e-
w
ee
k 
un
pa
id
 p
ar
en
ta
l l
ea
ve
 fo
r o
ve
r 1
0 
ye
ar
s.
  
A
 fu
ll-
tim
e 
di
sa
bi
lit
y 
le
av
e 
m
an
ag
er
 h
el
ps
 e
x
pe
ct
an
t p
ar
en
ts
 o
bt
ai
n
 a
n
d 
pr
oc
es
s 
th
e
n
ec
es
sa
ry
 
m
ed
ic
al
 an
d 
in
su
ra
nc
e f
or
m
s, 
an
d 
an
 o
n-
sta
ff 
nu
rs
e i
s a
va
ila
bl
e t
o 
ch
ec
k
o
n
 th
e 
he
al
th
 o
f p
re
gn
an
t e
m
pl
oy
ee
s.
 
 
Ta
n
de
m
 a
lso
 r
ec
o
gn
iz
es
 
in
fe
rt
ili
ty
 
by
 
co
v
er
in
g
u
p 
to
 th
re
e 
in
-v
itr
o 
fe
rt
ili
za
tio
n 
tre
at
m
en
ts
 a
s 
w
el
l a
s 
ex
pe
n
se
s 
fo
r s
ur
ro
ga
te
 
m
o
th
er
s.
U
S 
Sp
rin
t
Fa
m
ily
Ca
re
Pr
og
ra
m
To
 g
en
er
at
e 
aw
ar
en
es
s 
an
d 
bu
ild
 b
ro
ad
-b
as
ed
 su
pp
or
t, 
Sp
rin
t a
pp
oi
nt
ed
 1
50
em
pl
oy
ee
s 
fro
m
 a
 
ra
n
ge
 
o
f c
o
m
pa
n
y 
di
vi
sio
ns
 to
 1
1 
ca
re
er
 
an
d 
fa
m
ily
 
ac
tio
n 
te
am
s.
Th
e 
te
am
s d
ev
el
op
ed
 th
e 
bl
ue
pr
in
t o
f t
he
 F
am
ily
Ca
re
 p
ro
gr
am
. 
 A
nn
ou
nc
ed
 in
 Ju
ly
19
89
, F
am
ily
Ca
re
 p
ro
vi
de
s f
le
xi
bl
e w
or
k 
sc
he
du
le
s, 
a d
ep
en
de
nt
-c
ar
e r
es
ou
rc
e a
nd
re
fe
rra
l s
er
vi
ce
, a
do
pt
io
n 
as
sis
ta
nc
e, 
pe
rs
on
al
 a
nd
 fa
m
ily
 
co
u
n
se
lin
g,
 
w
o
rk
in
g-
pa
rtn
er
 r
el
o
ca
tio
n
 a
ss
ist
an
ce
 a
n
d 
fle
x
ib
le
 
he
al
th
-
ca
re
 b
en
ef
its
.
C
at
al
ys
t 1
2/
93
10
7
Su
m
m
ar
y 
Ta
bl
es
: F
le
xi
bl
e 
W
or
k 
Ar
ra
n
ge
m
en
ts
Co
m
pa
ny
Pr
o
gr
am
D
es
cr
ip
tio
n
A
rth
ur
A
nd
er
se
n 
&
Co
., 
S.
C.
Fl
ex
ib
le
 
W
or
k
Pr
og
ra
m
Th
e 
pr
og
ra
m
 a
llo
w
s f
em
al
e 
o
r 
m
al
e 
m
an
ag
er
s 
to
 re
tu
rn
 to
 w
or
k 
on
 a
 
pa
rt
-t
im
e 
ba
sis
fo
r u
p 
to
 th
re
e 
ye
ar
s 
fo
llo
w
in
g 
th
e 
bi
rth
 o
r a
do
pt
io
n 
of
 a 
ch
ild
 w
hi
le
 
m
ai
nt
ai
ni
ng
 
th
ei
r
fu
ll 
tim
e 
be
n
ef
its
. A
nd
er
se
n
 
cl
ea
rly
 
co
m
m
u
n
ic
at
es
 
th
at
 
m
an
ag
er
s 
w
ho
 w
or
k 
pa
rt
-t
im
e
at
 
so
m
e 
po
in
t i
n 
th
ei
r 
ca
re
er
s 
w
ill
 re
m
ai
n 
el
ig
ib
le
 
fo
r p
ar
tn
er
sh
ip
; f
le
x
ib
le
 
w
o
rk
ar
ra
n
ge
m
en
ts
 w
ill
 le
n
gt
he
n
 
an
 
em
pl
oy
ee
's
 p
ro
gr
es
sio
n 
to
w
ar
d 
pa
rt
ne
rs
hi
p,
 n
ot
 d
er
ai
l
it.
Co
m
in
g 
In
c.
(se
e a
lso
pa
re
nt
al
le
av
e)
A
lte
rn
at
iv
e 
Jo
b
Sc
he
du
le
s
Co
m
in
g's
 
po
lic
y 
st
at
es
 
th
at
 
"
al
te
rn
at
iv
e 
job
 sc
he
du
le
s 
ar
e
pr
iv
ile
ge
s 
- 
n
o
t r
ig
ht
s.
" 
A
n 
em
pl
oy
ee
 m
u
st
 h
av
e 
a 
go
o
d 
pe
rfo
rm
an
ce
 ra
tin
g 
an
d 
th
e
po
sit
io
n 
m
us
t l
en
d 
its
el
f t
o 
a 
no
nt
ra
di
tio
na
l s
ch
ed
ul
e.
 O
pt
io
ns
 in
cl
ud
e 
pa
rt-
tim
e,
fle
x
tim
e,
 
job
 sh
ari
ng
 
an
d 
w
or
k 
at
 
ho
m
e.
Ea
st
m
an
 K
od
ak
Co
m
pa
n
y
Pr
of
es
sio
na
l F
W
A
s
Fl
ex
ib
le
 w
or
k 
ar
ra
ng
em
en
ts
, i
nc
lu
di
ng
 
th
os
e 
at
 th
e 
m
an
ag
er
ia
l
le
ve
l, 
ha
ve
 b
ee
n 
av
ai
la
bl
e 
on
 a
n 
ad
 h
oc
 b
as
is 
sin
ce
 th
e 
ea
rly
 
19
80
's.
 In
N
ov
em
be
r 1
98
8 
a f
or
m
al
 p
ol
ic
y 
w
as
 in
tro
du
ce
d 
in
 w
hi
ch
 p
ar
t-t
im
e, 
job
 sh
ari
ng
 
an
d
fle
x
tim
e 
ar
e 
av
ai
la
bl
e t
o 
al
l e
m
pl
oy
ee
s.
N
CN
B
A
lte
rn
at
iv
e 
W
or
k
Sc
he
du
le
s
In
 
19
87
 th
e b
an
k 
be
ga
n
 o
ffe
rin
g 
em
pl
oy
ee
s 
o
n
 p
ar
en
ta
l l
ea
ve
 th
e 
op
po
rtu
ni
ty
 
to
re
joi
n t
he
 w
ork
 fo
rce
 at
 th
eir
 ow
n p
ace
 du
rin
g a
 s
ix
-
m
o
n
th
 le
av
e 
pe
rio
d.
 E
m
pl
oy
ee
s
ar
ra
n
ge
 th
ei
r 
sc
he
du
le
s 
w
ith
 
th
ei
r 
m
an
ag
er
s,
 r
ec
ei
v
e 
fu
ll 
be
ne
fit
s 
an
d 
a p
ro
ra
te
d
sa
la
ry
,
 
an
d 
re
tu
rn
 to
 th
e s
am
e o
r c
om
pa
ra
bl
e p
os
iti
on
. T
he
 b
an
k 
al
so
 o
ffe
rs
 S
el
ec
t
Ti
m
e,
 a
 p
ar
t-t
im
e 
pr
og
ra
m
 in
sti
tu
te
d 
in
 1
98
8.
 A
lth
ou
gh
 S
el
ec
t T
im
e 
ha
s b
ee
n 
us
ed
m
o
st
ly
 
by
 
o
ffi
ce
rs
 a
nd
 m
an
ag
er
s,
 it
 is
 a
va
ila
bl
e 
to
 a
ny
 
em
pl
oy
ee
 w
ho
 h
as
 w
or
ke
d 
at
N
CN
B 
at
 le
as
t a
 y
ea
r 
an
d 
pe
rfo
rm
s a
t a
 le
ve
l r
at
ed
 sa
tis
fa
ct
or
y"
 
o
r 
ab
ov
e.
Ca
ta
ly
st
 
-
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/9
3
10
8
Fl
ex
ib
le
 W
o
rk
 A
rra
ng
em
en
ts
 (c
on
tin
ue
d)
Pa
ci
fic
 B
el
l
Te
le
co
m
m
u
tin
g
Pa
ci
fic
 B
el
l h
as
 b
ee
n 
re
se
ar
ch
in
g 
th
e 
bu
sin
es
s 
co
st
s 
an
d 
pa
yo
ffs
 o
f t
el
ec
o
m
m
u
tin
g
sin
ce
 th
e 
in
ce
pt
io
n 
of
 it
s p
ilo
t t
el
ec
om
m
ut
in
g 
pr
og
ra
m
 in
 M
ay
 
19
85
.  
Th
e c
om
pa
ny
de
fin
es
 te
le
co
m
m
u
tin
g 
as
 
w
o
rk
in
g 
fro
m
 a
 
sit
e 
o
th
er
 th
an
 
th
e 
o
ffi
ce
,
 
u
sin
g
te
le
co
m
m
un
ic
at
io
ns
 te
ch
no
lo
gy
.
Th
e 
Sa
n
Fr
an
ci
sc
o
 B
ar
A
ss
oc
ia
tio
n
M
od
el
 A
lte
rn
at
iv
e
W
o
rk
 S
ch
ed
ul
e
Po
lic
y
Th
e 
po
lic
y,
 
dr
af
te
d 
by
 
th
e 
as
so
ci
at
io
n's
 C
om
m
itt
ee
 
o
n
 E
qu
al
ity
,
 
o
u
tli
ne
s 
fo
ur
 o
pt
io
ns
th
at
 it
 sa
ys
 
fir
m
s s
ho
ul
d 
m
ak
e 
av
ai
la
bl
e 
to
 la
w
ye
rs
: 
(1)
 fl
ex
tim
e;
 (2
) p
art
-ti
me
; (
3) 
job
sh
ar
in
g;
 
an
d 
(4)
 fl
ex
ip
la
ce
. 
 T
he
 m
o
de
l p
ol
ic
y 
is 
co
m
pa
tib
le
 
w
ith
 
th
e 
A
m
er
ic
an
 B
ar
A
ss
oc
ia
tio
n,
 th
e 
O
re
go
n
 S
ta
te
 B
ar
 A
ss
oc
ia
tio
n 
an
d 
th
e 
po
lic
y 
pu
t f
or
th
 b
y 
th
e
M
in
ne
so
ta
 W
o
m
en
 L
aw
ye
rs
. 
Th
e 
fo
ur
 m
od
el
s a
gr
ee
 th
at
:
 
 
 
 
 
 
 
 
>
A
lte
rn
at
iv
e 
w
or
k 
sc
he
du
le
s s
ho
ul
d 
be
 a
va
ila
bl
e 
to
 b
ot
h 
m
en
 a
nd
 w
om
en
;
 
 
 
 
 
 
 
 
>
Co
m
pe
ns
at
io
n 
sh
ou
ld
 b
e 
ca
lc
ul
at
ed
 o
n 
a 
pr
o 
ra
ta
 b
as
is,
 w
ith
 fu
ll 
or
 p
ro
 ra
ta
 
 
 
 
 
 
 
 
 
 
 
ra
ta
 b
en
ef
its
;
 
 
 
 
 
 
 
 
>
Th
er
e 
sh
ou
ld
 b
e p
er
io
di
c r
ev
ie
w
 o
f a
lte
rn
at
iv
e w
or
k 
sc
he
du
le
 ar
ra
ng
em
en
ts
;
 
 
 
 
 
 
 
 
>
Th
er
e 
sh
ou
ld
 b
e 
un
in
hi
bi
te
d 
pr
om
ot
io
n 
an
d 
ad
va
nc
em
en
t f
or
 p
ar
t-t
im
e
 
 
 
 
 
 
 
 
 
 
at
to
rn
ey
s,
 b
ut
 th
os
e 
at
to
rn
ey
s 
ha
ve
 a
 re
sp
on
sib
ili
ty
 
to
 k
ee
p 
re
gu
la
r h
ou
rs
 a
nd
 to
 
 
 
 
 
 
 
 
 
 
be
 a
va
ila
bl
e e
ve
n 
w
he
n 
no
t i
n 
th
e o
ffi
ce
.
Si
dl
ey
 
&
A
us
tin
Pa
rt
-T
im
e 
W
o
rk
Po
lic
y
Th
e 
la
w
 fi
rm
 in
tro
du
ce
d 
a 
pa
rt-
tim
e 
w
or
k 
po
lic
y 
in
 1
98
7.
  P
ar
t-t
im
e, 
no
rm
al
ly
 
60
 to
80
 p
er
ce
n
t o
f a
 
fu
ll-
tim
e 
w
o
rk
 lo
ad
, i
s n
ot
 re
st
ric
te
d 
to
 d
ep
en
de
n
t-
ca
re
 
n
ee
ds
. 
M
os
t
o
fte
n
 it
 is
 n
ew
 m
o
th
er
s 
w
ho
 ta
ke
 
ad
va
n
ta
ge
 
o
f t
he
 
po
lic
y,
 
w
hi
ch
 e
n
tit
le
s 
th
em
 
to
 ta
ke
u
p 
to
 a
n
 
ei
gh
t-
m
on
th
, f
ul
l-t
im
e 
pa
re
n
ta
l l
ea
v
e.
 
 
A
fte
r 
th
is 
le
av
e 
en
ds
, t
he
 
fir
m
 p
er
m
its
th
e 
as
so
ci
at
e 
to
 w
or
k 
pa
rt
-t
im
e 
fo
r u
p 
to
 si
x 
m
o
n
th
s. 
 If
 
th
e 
ar
ra
n
ge
m
en
t d
oe
s 
n
o
t
jeo
pa
rd
iz
e t
he
 
n
ee
ds
 o
f t
he
 
pr
ac
tic
e,
 
an
 
em
pl
oy
ee
 
ca
n
 
re
qu
es
t t
o 
w
or
k 
pa
rt
-t
im
e
in
de
fin
ite
ly
.
 
 
Fu
ll 
he
al
th
 in
su
ra
nc
e 
is 
gr
an
te
d 
to
 th
os
e 
w
ho
 w
or
k 
at
 le
as
t 2
0 
ho
ur
s a
w
ee
k;
 
v
ac
at
io
n
 a
n
d 
sa
la
ry
 
ar
e 
pr
or
at
ed
.
&
DW
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9
Fl
ex
ib
le
 W
o
rk
 A
rra
ng
em
en
ts
 (c
on
tin
ue
d)
Sk
ad
de
n,
 A
rp
s,
Pa
rt
-t
im
e 
po
lic
y
In
 1
98
1,
 th
e l
aw
 fi
rm
 is
su
ed
 a 
po
lic
y 
st
at
em
en
t t
ha
t a
llo
w
ed
Sl
at
e,
 M
ea
gh
er
&
 F
lo
m
at
to
rn
ey
s 
w
ith
 tw
o 
ye
ar
s 
ex
pe
rie
nc
e 
at
 th
e 
fir
m
 to
 w
or
k 
pa
rt-
tim
e.
 In
 
19
84
, t
he
o
pt
io
n 
w
as
 e
xp
an
de
d 
to
 in
cl
ud
e 
ne
w
 re
cr
ui
ts.
 T
he
 p
ol
ic
y 
ha
s n
o 
re
str
ic
tio
ns
 in
 te
rm
s
o
f  
du
ra
tio
n.
 W
hi
le
-p
ar
t-t
im
e 
at
to
rn
ey
s 
ar
e 
n
o
t o
n 
th
e 
pa
rtn
er
sh
ip
 tr
ac
k,
 th
ey
ca
n
 
pu
rs
ue
 
pa
rt
ne
rs
hi
p 
on
ce
 
th
ey
 
re
tu
rn
 to
 fu
ll-
tim
e 
st
at
u
s.
St
ee
lc
as
e 
In
c.
Pr
o
fe
ss
io
n
al
 
Jo
b
Sh
ar
in
g
A
fte
r o
ffe
rin
g 
job
 sh
ari
ng
 
fo
r 6
 y
ea
rs
 to
 n
on
ex
em
pt
 sa
la
rie
d
em
pl
oy
ee
s,
 th
e 
co
m
pa
ny
 
ex
te
nd
ed
 th
e 
op
tio
n 
to
 it
s e
nt
ire
 w
or
k 
fo
rc
e 
in
 1
98
8.
M
an
ag
em
en
t e
nc
ou
ra
ge
s 
em
pl
oy
ee
s 
an
d 
th
ei
r s
up
er
vi
so
rs
 to
 c
us
to
m
iz
e 
job
Sh
ar
in
g 
ar
ra
n
ge
m
en
ts
.
 
Th
e 
m
o
st
 
co
m
m
o
n
 a
rr
an
ge
m
en
t f
ea
tu
re
s 
a 
w
ee
kl
y
sc
he
du
le
 d
iv
id
ed
 b
et
w
ee
n
 th
e 
pa
rtn
er
s.
 Jo
b 
sh
ar
er
s r
ec
ei
v
e 
ha
lf 
o
f t
he
ir 
m
ed
ic
al
,
de
nt
al
 
an
d 
lif
e 
in
su
ra
n
ce
 b
en
ef
its
,
 
bu
t c
an
 p
ur
ch
as
e 
a 
fu
ll 
pa
ck
ag
e 
at
 
th
e
co
m
pa
ny
's
 g
ro
u
p 
ra
te
. V
ac
at
io
n 
an
d 
sic
k 
da
ys
 
ar
e 
pr
or
at
ed
, a
nd
 an
nu
al
 m
er
it 
ra
ise
s
an
d 
pr
om
ot
io
n 
op
po
rtu
ni
tie
s a
re
 p
re
se
rv
ed
.
Tu
cs
on
M
ed
ic
al
 C
en
te
r
A
lte
rn
at
iv
e
Sc
he
du
lin
g
Th
e 
15
-m
em
be
r 
N
ur
sin
g 
R
ec
ru
itm
en
t a
n
d 
Re
te
n
tio
n 
Co
m
m
itt
ee
(N
R&
R
) w
ork
s w
ith
 se
n
io
r a
dm
in
ist
ra
tio
n 
an
d 
th
e g
o
v
er
n
in
g 
bo
ar
d 
to
 id
en
tif
y
pr
oje
cts
 an
d p
rog
ra
m
s 
th
at
 h
el
p 
pr
ev
en
t o
r r
ed
uc
e t
he
 ef
fe
ct
s o
f t
he
 n
ur
sin
g
sh
or
ta
ge
.
 
St
af
fin
g 
an
d 
sc
he
du
lin
g 
ar
e 
kn
ow
n 
to
 b
e 
ar
ea
s o
f d
iss
at
isf
ac
tio
n 
fo
r
n
u
rs
es
 a
n
d 
m
ay
 
be
 c
au
se
 fo
r a
 n
ur
se
 le
av
in
g 
an
 in
sti
tu
tio
n.
 T
uc
so
n 
M
ed
ic
al
 C
en
te
r
ha
s t
he
 tr
ad
iti
on
al
 e
ig
ht
-h
ou
r s
hi
ft,
 a
nd
 a
lso
 te
n-
ho
ur
, t
w
el
ve
-h
ou
r, 
sp
lit
, a
nd
 o
th
er
n
o
n
tr
ad
iti
on
al
 sh
ift
s. 
In
 
m
an
y 
ca
se
s,
 th
ro
ug
h 
a 
pr
oc
es
s o
f s
el
f-s
ch
ed
ul
in
g,
 
th
e
n
u
rs
es
 p
ut
 th
es
e 
sh
ift
s t
og
et
he
r t
o 
pr
ov
id
e 
24
-h
ou
r c
ov
er
ag
e.
 
Th
is 
de
pa
rtu
re
fro
m
 tr
ad
iti
on
al
 sc
he
du
lin
g 
by
 
th
e 
m
an
ag
em
en
t t
ea
m
 
al
lo
w
s s
ta
ff 
nu
rs
es
 to
de
ve
lo
p 
th
ei
r o
w
n 
w
or
k 
ca
le
nd
ar
 w
ith
in
 so
m
e p
re
-e
sta
bl
ish
ed
 p
ar
am
et
er
s.
Ca
ta
ly
st
 
-
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/9
3
11
0
Su
m
m
a
ry
 T
a
bl
es
: 
Pa
re
n
ta
l L
ea
v
e
C
om
pa
n
y
Pr
o
gr
am
D
es
cr
ip
tio
n
A
et
na
 L
ife
 &
Ca
su
al
ty
Fa
m
ily
 
Be
n
ef
its
 fo
r
M
en
A
 F
am
ily
 
Le
av
e 
Po
lic
y 
w
as
 im
pl
em
en
te
d 
in
 Ju
n
e 
19
88
. T
he
 p
ol
ic
y 
gr
an
ts
 e
m
pl
oy
ee
s,
bo
th
 m
al
e 
an
d 
fe
m
al
e,
 u
p 
to
 si
x 
m
o
n
th
s o
f u
np
ai
d 
le
av
e 
fo
llo
w
in
g 
th
e 
bi
rth
 o
r
ad
op
tio
n 
of
 a
 c
hi
ld
 o
r t
o 
de
al
 w
ith
 a
 se
rio
us
 il
ln
es
s o
f a
 p
ar
en
t, 
sp
ou
se
 o
r c
hi
ld
.
Co
m
in
g 
In
c.
(se
e a
lso
fle
x
ib
le
 
w
o
rk
ar
ra
n
ge
m
en
ts
)
Po
lic
y
Th
e 
pa
re
n
ta
l l
ea
v
e 
po
lic
y 
pr
ov
id
es
 s
ix
 
w
ee
ks
 o
f d
isa
bi
lit
y 
le
av
e 
fo
r m
at
er
n
ity
,
in
cl
ud
in
g 
fu
ll 
be
ne
fit
s, 
fo
llo
w
ed
 b
y 
an
 o
pt
io
na
l 2
0 
w
ee
ks
 o
f c
hi
ld
 c
ar
e 
le
av
e 
fo
r n
ew
fa
th
er
s 
as
 
w
el
l a
s 
m
o
th
er
s,
 in
cl
u
di
ng
 
ad
op
tiv
e p
ar
en
ts
, a
n
d 
an
 
o
pt
io
na
l p
ar
t-
tim
e
re
tu
rn
. A
t t
he
 e
nd
 o
f p
ar
en
ta
l l
ea
ve
 o
r a
t a
ny
 
o
th
er
 p
oi
nt
 a
n 
em
pl
oy
ee
 n
ee
ds
 m
or
e
tim
e 
fo
r f
am
ily
 
ca
re
 r
es
po
ns
ib
ili
tie
s, 
he
 o
r s
he
 m
ay
 
el
ec
t t
o 
w
or
k 
fle
xi
bl
e 
ho
ur
s,
ar
ra
n
ge
 a
 jo
b-s
ha
rin
g s
itu
at
io
n 
or
 w
or
k 
at
 h
om
e.
 T
he
 p
ro
gr
am
 a
llo
w
s e
m
pl
oy
ee
s
te
m
po
ra
ry
 
pa
rt
-t
im
e 
w
o
rk
 a
ss
ig
n
m
en
ts
 w
he
n
 
th
ey
 
n
ee
d 
to
 d
ev
o
te
 
ex
tr
a 
tim
e 
to
 c
ar
in
g
fo
r c
hi
ld
re
n 
or
 o
th
er
 d
ep
en
de
nt
 re
la
tiv
es
.
IB
M
Po
lic
y
In
 O
ct
ob
er
 1
98
8,
 IB
M
 e
xt
en
de
d 
its
 u
np
ai
d 
pe
rs
on
al
 le
av
e 
of
 a
bs
en
ce
 fr
om
 1
 to
 3
ye
ar
s 
to
 h
el
p 
em
pl
oy
ee
s 
ba
la
nc
e 
ca
re
er
 a
nd
 fa
m
ily
 
re
sp
on
sib
ili
tie
s. 
 E
m
pl
oy
ee
s 
ta
ki
ng
le
av
es
 o
f o
ne
 y
ea
r 
o
r 
le
ss
 a
re
 g
u
ar
an
te
ed
 th
ei
r s
am
e o
r c
om
pa
ra
bl
e j
ob
 up
on
 re
tur
n;
w
o
rk
er
s w
ho
 ta
ke
 lo
ng
er
 le
av
es
 a
re
 a
ss
ur
ed
 o
f a
 jo
b b
ut 
no
t n
ece
ssa
rily
 
at
 th
e 
sa
m
e
sa
la
ry
 
o
r 
le
ve
l.
Pr
os
ka
ue
r,
R
os
e,
 G
oe
tz
 
&
M
en
de
lso
hn
Fa
m
ily
 
Be
n
ef
its
 fo
r
M
en
In
 
M
ar
ch
 1
98
9,
 th
is 
la
w
 fi
rm
 ad
op
te
d 
a p
ol
ic
y 
gr
an
tin
g 
th
re
e-
m
on
th
 p
ai
d 
pa
re
nt
al
le
av
es
 
fo
r m
al
e 
an
d 
fe
m
al
e 
as
so
ci
at
es
.
 
 
Th
e 
po
lic
y 
di
ct
at
es
 
th
at
 
"
el
ig
ib
ili
ty
 
fo
r
pa
rtn
er
sh
ip
 c
on
sid
er
at
io
n 
sh
al
l n
ot
 b
e 
af
fe
ct
ed
 in
 a
ny
 
w
ay
 
by
 
th
e 
fa
ct
 th
at
 a
n 
as
so
ci
at
e
ha
s b
ee
n 
on
 c
hi
ld
 c
ar
e 
le
av
e, 
al
th
ou
gh
 th
e 
tim
in
g 
o
f s
uc
h 
co
ns
id
er
at
io
n 
m
ay
 
be
af
fe
ct
ed
 if
 
th
e 
le
av
e 
o
r 
le
av
es
 a
re
 fo
r e
xt
en
de
d 
pe
rio
ds
." 
 T
o 
qu
al
ify
 
fo
r t
he
 p
at
er
n
ity
le
av
e,
 
n
ew
 fa
th
er
s 
m
u
st
 b
e t
he
 
pr
im
ar
y 
ca
re
gi
ve
r 
in
 th
e 
fa
m
ily
 
an
d 
ha
v
e 
be
en
em
pl
o
ye
d 
by
 
th
e 
fir
m
 
fo
r a
t l
ea
st
 
a 
ye
ar
.
Ca
ta
ly
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-
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3
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1
Su
m
m
a
ry
 
Ta
bl
es
: 
D
ep
en
de
n
t C
a
re
C
om
pa
n
y
Pr
o
gr
an
t
D
es
cr
ip
tio
n
(se
e
de
sc
rip
tio
n)
Th
e 
A
m
er
ic
an
Bu
sin
es
s
Co
lla
bo
ra
tio
n 
fo
r
Qu
ali
ty
 
D
ep
en
de
n
t
Ca
re
Th
e 
pr
og
ra
m
 is
 c
ha
m
pi
on
ed
 b
y:
 A
lls
ta
te
 In
su
ra
n
ce
 C
om
pa
ny
,
 
A
m
er
ic
an
 E
xp
re
ss
Co
m
pa
ny
,
 
A
m
oc
o 
Co
rp
or
at
io
n,
 IB
M
 C
or
po
ra
tio
n,
 Jo
hn
so
n 
&
 
Jo
hn
so
n,
 M
ot
or
ol
a,
In
c.
,
 
Th
e 
Tr
av
el
er
s,
 X
er
o
x
 
Co
rp
or
at
io
n 
an
d 
W
or
k/
Fa
m
ily
 
D
ire
ct
io
ns
. T
he
co
lla
bo
ra
tio
n 
is 
an
 e
ffo
rt 
by
 
10
9 
co
m
pa
ni
es
 an
d 
28
 p
ub
lic
 an
d 
pr
iv
at
e o
rg
an
iz
at
io
ns
to
 e
as
e 
th
e 
w
o
rk
/fa
m
ily
 
co
n
fli
ct
s 
of
 th
ei
r 
em
pl
oy
ee
s.
 
Th
is 
un
iq
ue
 
ef
fo
rt 
ai
m
s t
o
in
cr
ea
se
 th
e 
su
pp
ly
 
an
d 
en
ha
nc
e t
he
 q
ua
lit
y 
o
f,d
ep
en
de
nt
 ca
re
 se
rv
ic
es
 fo
r t
he
ir
em
pl
oy
ee
s 
an
d 
th
e c
o
m
m
u
n
iti
es
 in
 w
hi
ch
 th
ey
 
liv
e 
an
d 
w
or
k.
 T
he
 
Co
lla
bo
ra
tio
n 
ha
s
in
ve
ste
d 
m
or
e 
th
an
 $2
5 m
ill
ion
 in
 30
0 d
ep
en
de
nt 
ca
re 
pr
og
ra
m
s 
in
 4
4 
co
m
m
un
iti
es
.
A
m
er
ic
an
Ex
pr
es
s
Co
m
pa
n
y;
 
J.P
.
M
or
ga
n
;
Ph
ili
p 
M
or
ris
Pa
rtn
er
sh
ip
 fo
r
El
de
rc
ar
e
In
 
co
lla
bo
ra
tio
n 
w
ith
 th
e 
N
ew
 Y
or
k 
Ci
ty
 
D
ep
ar
tm
en
t f
or
 th
e 
A
gi
ng
,
 
th
e 
pr
og
ra
m
 w
as
de
ve
lo
pe
d 
ai
m
s t
o 
as
sis
t e
m
pl
oy
ee
s 
w
ith
 e
ld
er
-c
ar
e 
su
pp
or
t. 
Th
e 
co
m
pa
ni
es
 fu
nd
 th
e
pr
og
ra
m
, 
an
d 
in
 tu
rn
, t
he
y 
ch
oo
se
 D
ep
ar
tm
en
t o
f A
gi
ng
 
se
rv
ic
es
 th
at
 b
es
t f
it 
th
ei
r
n
ee
ds
 a
nd
 c
or
po
ra
te
 c
ul
tu
re
s: 
on
-s
ite
 se
m
in
ar
s f
or
 e
m
pl
oy
ee
s 
o
n
 s
u
ch
 to
pi
cs
 a
s l
eg
al
an
d 
fin
an
ci
al
 
pl
an
n
in
g 
an
d 
nu
rs
in
g 
ho
m
e 
pl
ac
em
en
t, 
in
di
v
id
ua
l c
o
n
su
lta
tio
n
 to
as
se
ss
 e
m
pl
o
ye
es
' e
ld
er
-c
ar
e n
ee
ds
 an
d 
re
fe
rra
l t
o
 
ap
pr
op
ria
te
re
so
u
rc
es
, 
an
 e
ld
er
-c
ar
e c
ou
ns
el
in
g 
"
ho
tli
ne
," 
an
d 
te
ch
ni
ca
l a
ss
ist
an
ce
 fo
r h
um
an
re
so
u
rc
es
 p
ro
fe
ss
io
na
ls 
in
 d
es
ig
n
in
g 
an
d 
co
m
m
un
ic
at
in
g 
el
de
r-c
ar
e 
be
ne
fit
s
pa
ck
ag
es
. 
R
ep
re
se
nt
at
iv
es
 fr
om
 sp
on
so
rin
g 
co
m
pa
ni
es
 m
ee
t o
n 
a 
re
gu
la
r b
as
is 
to
di
sc
us
s t
he
 st
at
us
, s
tra
te
gi
es
 a
n
d 
go
al
s o
f t
he
 p
ar
tn
er
sh
ip
.
Ca
ta
ly
st
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3
11
2
Ca
re
 (c
on
tin
ue
d)
Ch
am
pi
on
In
te
rn
at
io
na
l
Co
rp
or
at
io
n
O
n-
sit
e c
en
te
r
ch
ild
 
ca
re
B
as
ed
 o
n 
an
 em
pl
o
ye
e 
su
rv
ey
 
in
di
ca
tin
g 
ch
ild
 
ca
re
 a
s 
a 
m
ajo
r 
co
n
ce
rn
, 
an
d 
str
o
n
g
su
pp
or
t f
ro
m
 it
s c
hi
ef
 e
xe
cu
tiv
e 
of
fic
er
, t
he
 c
om
pa
ny
 
o
pe
ne
d 
an
 o
n-
sit
e c
hi
ld
 ca
re
ce
n
te
r i
n 
19
88
. T
he
 4
,9
00
-s
qu
ar
e-
fo
ot
 ce
nt
er
, h
ou
se
d 
in
 an
 o
ffi
ce
 b
ui
ld
in
g 
ad
jac
en
t to
co
rp
or
at
e 
he
ad
qu
ar
te
rs
, w
as
 im
ag
in
at
iv
el
y 
de
sig
n
ed
 b
y 
an
 a
rc
hi
te
ct
 w
ith
 e
xp
er
ie
nc
e 
in
ch
ild
 ca
re
 ce
nt
er
 p
la
nn
in
g.
 
Ea
ch
 a
ge
 g
ro
u
p 
ha
s a
 se
pa
ra
te
 ro
om
, a
nd
 a 
co
m
pl
ex
 
se
cu
rit
y
sy
st
em
 e
ns
ur
es
 s
af
et
y 
an
d 
pr
op
er
 v
isi
to
r i
de
nt
ifi
ca
tio
n.
 W
hi
le
 th
e 
ce
nt
er
 is
 o
pe
n 
to
 th
e
co
m
m
u
n
ity
,
 
ch
ild
re
n 
an
d 
gr
an
dc
hi
ld
re
n 
of
 C
ha
m
pi
on
 em
pl
oy
ee
s 
ar
e 
gi
v
en
 p
re
fe
re
nc
e.
Cu
rre
nt
ly
,
 
th
e 
ce
nt
er
 p
ro
vi
de
s c
ar
e f
or
 6
0 
ch
ild
re
n 
ag
ed
 th
re
e m
on
th
s t
o 
fiv
e y
ea
rs
, 
an
d
a 
w
ai
tin
g 
lis
t e
xi
sts
. I
n
 
ke
ep
in
g 
w
ith
 C
ha
m
pi
on
's 
co
m
m
itm
en
t t
o 
ac
ce
ss
ib
le
, h
ig
h-
qu
al
ity
 
ca
re
, 
th
e 
ce
nt
er
 is
 a
cc
re
di
te
d 
by
 
th
e 
N
at
io
na
l A
ss
oc
ia
tio
n 
fo
r t
he
 E
du
ca
tio
n 
of
Y
ou
ng
 
Ch
ild
re
n.
IB
M
El
de
r 
Ca
re
R
ef
er
ra
l S
er
v
ic
e
(E
CR
S)
IB
M
 in
tro
du
ce
d 
its
 E
ld
er
 C
ar
e R
ef
er
ra
l S
er
vi
ce
 in
 F
eb
ru
ar
y
19
88
 to
 ea
se
 th
e c
ar
eg
iv
in
g 
re
sp
on
sib
ili
tie
s o
f i
ts 
U
.S
. e
m
pl
oy
ee
s,
 r
et
ire
es
 a
nd
th
ei
r s
po
us
es
. T
hr
ou
gh
 a
 n
at
io
nw
id
e 
ne
tw
or
k 
of
 2
00
 c
om
m
un
ity
-
ba
se
d 
or
ga
n
iz
at
io
ns
,
EC
RS
 p
ro
vi
de
s p
er
so
na
liz
ed
 te
le
ph
on
e 
co
ns
ul
ta
tio
n,
 w
hi
ch
 e
du
ca
te
s e
m
pl
oy
ee
s
o
n
 e
ld
er
 ca
re
 is
su
es
 a
n
d 
re
fe
rs
 th
em
 
to
 
se
rv
ic
es
 o
r 
ca
re
 p
ro
vi
de
rs
 in
 
th
e 
ar
ea
 in
w
hi
ch
 th
ei
r d
ep
en
de
nt
 re
la
tiv
e r
es
id
es
. I
BM
 o
ffe
rs
 th
e 
re
fe
rra
l s
er
vi
ce
 o
n 
a 
pr
ep
ai
d
co
n
tr
ac
tu
al
 b
as
is,
 w
hi
le
 th
e e
m
pl
oy
ee
 o
r 
o
ld
er
 re
la
fiv
e s
el
ec
ts 
an
d 
pa
ys
 
fo
r t
he
 a
ct
ua
l
ca
re
 p
ro
vi
de
d.
.
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D
ep
en
de
nt
 C
ar
e (
co
nti
nu
ed
)
St
rid
e 
Ri
te
Co
rp
or
at
io
n
O
n-
sit
e
in
te
rg
en
er
at
io
na
l
ce
n
te
r
O
pe
ne
d 
in
 M
ar
ch
 1
99
0,
 th
e c
en
te
r w
as
 th
e f
irs
t o
f i
ts 
ki
nd
 to
 b
e s
po
ns
or
ed
 b
y 
an
A
m
er
ic
an
 
co
m
pa
n
y.
 
 
To
 a
ss
ist
 w
ith
 th
e 
ce
n
te
r,
 S
tri
de
 
R
ite
 
ha
s 
en
lis
te
d 
th
e h
el
p 
of
W
he
el
oc
k 
Co
lle
ge
,
 
a 
Bo
st
on
-b
as
ed
 sc
ho
ol
 th
at
 sp
ec
ia
liz
es
 in
 c
hi
ld
 c
ar
e 
an
d 
fa
m
ily
st
ud
ie
s, 
an
d 
So
m
er
vi
lle
-C
am
br
id
ge
 
El
de
r S
er
vi
ce
rs
 (S
CE
S)
, a
 lo
ca
l n
on
pro
fit
 ag
en
cy
th
at
 
pr
ov
id
es
 as
sis
ta
n
ce
 to
 
th
e 
el
de
rly
.
 
 
A
t f
ul
l c
ap
ac
ity
,
 
th
e 
ce
n
te
r 
ac
co
m
m
o
da
te
s 
55
ch
ild
re
n 
(ra
ng
in
g 
in
 a
ge
 fr
om
 1
5 
m
on
th
s t
o 
6 
ye
ar
s),
 an
d 2
4 a
du
lts
 ag
e 
60
 an
d 
ov
er
.  
To
fo
ste
r t
he
 re
la
tio
ns
hi
p 
be
tw
ee
n 
ch
ild
re
n 
an
d 
el
de
rs
, t
he
 c
en
te
r s
po
ns
or
s s
uc
h 
ac
tiv
iti
es
as
 r
ea
di
ng
 
an
d 
w
rit
in
g 
st
or
ie
s, 
pl
ay
in
g 
ga
m
es
, 
ce
le
br
at
in
g 
ho
lid
ay
s,
 c
o
o
ki
ng
 
an
d 
ar
ts
an
d 
cr
af
ts.
  I
t i
s o
pe
n 
to
 e
m
pl
oy
ee
s 
as
 w
el
l a
s t
o 
m
em
be
rs
 o
f t
he
 c
om
m
un
ity
,
 
so
m
e 
o
f
w
ho
m
 
re
ce
iv
e 
st
at
e-
su
bs
id
iz
ed
 m
em
be
rs
hi
p.
 T
he
re
 is
 
a 
sli
di
n
g 
sc
al
e 
fe
e 
str
u
ct
u
re
 b
as
ed
u
po
n 
fa
m
ily
 
in
co
m
e.
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